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Statement for Gwen Moore Hearings 
name Bay Municipal Utility Manager of 
Affairs. Since 1 MBE was adopted in 1984, I have 
the Manager. It is for that reason the Program was moved 
from Personnel Department to the Public Affairs Department in 1988. I 
wanted to bring it with me. 
there are a number issues problems us, I am proud of 
the unwavering support for the program from the Board Directors and 
General Manager, to whom I report. I am also proud of the progress we have 
approximately '' M&WBE participation in 1984 to 22t M&WBE 
participation in 1992. 
This success, though not yet to our current goal 25t participation, has 
exceeded our goal 16,. From 1984 through 1991, there was only 
one staff this program. Now, there are three staff, but still 
one professional. This means that there is cooperation and 
responsibility for goal achievement spread throughout the District, and one 
or part of our job is coordination. One our major internal goals is 
to about a feeling of ownership and responsibility for achieving 
M&WBE goals because: 
• it is the policy of 
is a measure of personal 
of a publ appropriately distribute public 
dollars 
• it is an opportunity to do right thing 
We tried a number of approaches varying of success: 
M&WBE Forums, internal Advisory Councils, extensive community organization 
involvement, and a variety of publications and advertisements. 
I am here with Beverly Johnson, our Administrator, and Randy Kanouse, 
our Sacramento lobbyist who also reports to me; and we will be pleased to 
answer your questions or discuss any issues with you. 
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certification programs.) 
• Adopt stricter enforcement provisions and 
penalties deter H&WBE -fronts~ 
3 
Submission from Artis Dawson, East Bay Municipal Utility District 
1. Do you have specific affirmative action, equal opportunity and 
minority/women business procurement qoals? 
2. 
Answ. Yes 
. 
a. By what authority are you required to establish such 
goals? 
Answ. Board of Directors' Resolution (policy) 
b. Are your qoals communicated to all employees? 
Answ. Yes 
Do have an affirmative actionfEEO Officer? 
Answ. Yes 
a. To does this person report? 
Answ. Currently, the Affirmative Action Officer reports to the 
Manager of Human Resources. After re-organization, 
Assistant General Manager of Finance and Human Resources 
will supervise the Affirmative Action Officer. 
b. Is this person evaluated andjor compensated based on the 
success/failure achieve your goals? 
Answ. No 
3. Do you have a formal affirmative action recruitment proqram? 
Answ. Yes 
a. How does this proqram function? 
Answ. All hires, promotions, transfers, demotions are reviewed by 
the Affirmative Action Officer before personnel action is 
completed. Goals (by number and percentage) are established 
for specific job groups. 
b. can employees self-nominate for advancement opportunities? 
Answ. No 
c. Do you offer opportunities for confidential employee suggestions, 
complaints, counseling? 
October 27, :am 
Answ. Yes 
White 
75.6% 
66.8% 
4. Please provide a profile 4amonstrating the 4iversity of your 
executive, management an4 professional staff. 
Answ. Otticials/Administratprs 
Asian/ American Indian/ 
Black Hispanic Pacific Islander Alaskan Native 
13.5% 5.4% 5.4% .0% 
Professionals 
8.6% 3.6% 20.7% .0% 
4. Do you bave a formal minority/women business enterprise procurement 
recruitment program? 
Answ. Yes 
a. Bow 4oes tbis program function? 
Answ. The M&WBE Program was formally adopted in 1984 with an MBE 
goal of 16% with one staff member in the Personnel 
Department. 
October 27, 1992 
In 1988, the program's goals were revised to 18% MBE and 7% 
WBE and to encourage balanced opportunities among all ethnic 
groups. Also the M&WBE Office moved from Personnel to 
Public Affairs. 
All contracts over $20,000 must be reviewed by the M&WBE 
Office prior to Board approval. Each contract is reviewed for M&WBE participation and compliance with permanent 
contractor workforce goals. 
Outreach activities are key factors in identifying M&WBEs 
and gaining their interest in doing business with the 
District. Further, outreach is pivotal in erasing negative 
ideas and projecting an affirmative impression of the 
District and in promoting M&WBE participation. These 
activities include a quarterly newsletter, M&WBE forums, 
active involvement in M&WBE trade organizations/ 
associations, periodic advertisement, and technical 
training. 
Another key factor is internal training. The M&WBE Office 
is responsible for coordinating M&WBE training for District 
staff. This involves sensitivity training regarding 
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osophy of 
available to 
primes 
The H&WBE 
the computerized 
M&WBE 
development in 
the frequent 
the District 
The Board of 
Addi 
to the 
specific guidelines, resources 
methods to 
:forums. 
business th 
c contracting opportuni 
certifications to 
example, welding.) 
annual 
abreast of 
the benefit of 
available 
b. can vendors self-nominate? 
d. 
Answ. Yes 
Do you 
proq.ram? 
Answ. 
or 
program 
tted. 
icationjverifieation 
th 
We that it often an onerous burden 
small M&WBEs ete extensive certifi 
forms th information required) for 
innumerable local agencies in order to for 
contracts. We use information from 
certifications and reserve the right to require 
extensive additional information from alleged M&WBEs 
which are suspect. 
Do you offer opportunities 
complaints, counseling? 
confidential sugqestions, 
Answ. Yes. We do not a formal program but M&WBEs are 
encouraged at forums, ty meetings, and workshops 
to contact M&WBE Office with any suggestions, 
complaints, or counseling needs. Usually only the 
counseling sessions are requested be confidential. 
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The suggestions and complaints are usually action items 
and therefore not confidential. 
5. Are you meeting your affiraative action, equal employment opportunity 
and minorityJvomen business procurement goals? 
Answ. The District's overall M&WBE goal 
achieved 22%: 
• 14.1% for MBE with a goal of 18%. 
• 7.9% for WBE with a goal of 7%. 
25%. 91-92, we 
Affirmative action employment goals have been exceeded 
overall for minorities (38% vs. goal of 33%). A disparity 
of 2% exists in the goal for women (26% versus goal of 28%). 
a. Are your results made available to all employees? 
Answ. Yes. 
M&WBE and AA Quarterly Reports are distributed to all 
managers and supervisors for their respective 
divisions/sections, and they are available upon request. 
An internal M&WBE Advisory Committee, chaired by the MBE 
Administrator, with representatives from each department, 
meets quarterly. 
The employee newsletter, "The Log", periodically reports on 
H&WBE activities and results. 
b. Are employees evaluated and/or compensated based on the 
success/failure to achieve your qoals? 
Answ. Yes. M&WBE efforts are part of the annual performance 
full evaluation for any employee responsible for 
contracting for outside goods and services. The full 
evaluation is used to determine merit pay 
recommendationse 
Effective December 1, Department Managers will have 
individual departmental goals (in cooperation with 
the H&WBE Office) and made part of their annual 
Performance Plans. The General Manager will 
specifically include M&WBE goal achievement and related 
activities in evaluating performance and determining 
annual merit pay for Department Managers. 
.. 
... 
Manager evaluations 
e~~ective December 1. 
include AA 
c. contracting results identifyinq 
• Indicate the relationship between 
dollars awarded minority 
such as: professional services 
expenditures, sub-contracting, etc. 
Answ. 
Black 
Hispanic 
Asian/Pacific 
Islander 
American 
Alaskan Native 
Multi-Ethnic* 
WBE 
OVERALL 
M&lVBE AWARDS 
TOTAL A WARDS 
HBE \ 
WBE 
' 
OVBRALL II&WBB PAin!ICIPMION 
BY ETHNIC CUBOORY 
FY 91-92 
$ 
-o- 77,100 
33,504 -o- -o-
3,100 923 289,260 168,017 
$ 7,110,497 $ 125 $ 3,734,742 
$33,531 $6,914,397 ,416,079 
** 
12.1% 6.3\ 23 8\ 
9.2% 4.2\ 6.2\ 
o~ overall 
263,012 (0.5%) 
33,504 (O.l't) 
4,158,200 (7.8\) 
$11,630,549 
$52,921,875 
14.1% 
7.9% 
&clusim!s have beat dGckd. &clusim!s are~ as goods and services with 110 bw>w! M&WBE prO'Iliden or from govm~~~~mt agmdes and ~W~-jor-prqfil 
org~. 
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TOTAL AWARDS 
PRIME AWARDS 
HBE 
WBE 
( HBE% /WBE%) 
SUBCONTRACT 
AWARDS 
MBE 
WBE 
( MBE% /WBE%) 
OVBRALL lf&WBE PRiliB 
MID SUIJC!'ON'J!RAC'l'DIQ PAR!riCIPMIOll 
FY ~991-92 
$33,531,399 $ 6,914,397 $12,476,079 
4,069,574 40,000 1,068,199 
3,100,923 27,100 -o-
(12.1%/9.2%) (0.6%/0.4%) (8.6%/0.0%) 
-o- 396,050 1,994,526 
-o- 262,160 768,017 
(0.0%/0.0%) (5.7%/3.8%) (16 .0%/6 .2%} 
$52,921,875 
5,177,773 
3,128,023 
(9.8%/5.9%) 
2,390,576 
1,030,177 
(4.5%/1.9%) 
6. What affirmative action, equal employment opportunity and 
minority/women business enterprise procurement recruitment programs 
have succeeded/not succeeded? 
Answ. Successful Elements: 
Strong support from Board of Directors and General 
Manager 
M&WBE Video 
M&WBE Forums 
M&WBE Resource Directory 
M&WBE Tradefairs 
M&WBE Community Organizations membership meetings 
Quarterly M&WBE Newsletter 
Print media advertisement 
Targeted Purchasing Program 
10 
M&.WBE Training Workshops 
H&.WBE for services 
M&WBE 
Press Release 
Criteria 
to H&WBE related Publications 
Unsuccessful Elements: 
Recruitment large specialty construction contracts 
and large quanti purchase items 
ancing MBE cipation for 
An.nual Orders 
ethnic groups 
:fully used with 
M&WBEs 
Greater use of prime (versus 
M&WBEs. 
contractors among 
Affirmative action have been effectively used at job 
fairs, community meetings, Night Open House, and 
direct mailings to applicants in a computerized Skills Bank. 
The Skills Bank stores information regarding skills, 
qualifications and goals from minority individuals interested in 
working for the District. 
When examination or opportunities for openings are announced, 
Skills Bank participants are automatically notified regarding the 
career area in which they have expressed interest. 
7. What plans do you have to enhance the success of and/or correct the 
failures in your equal opportunity programs? 
Answ. Institute an M&WBE 
opportunities 
ine for upcoming contracting 
Continue internal and external training 
11 
Develop more equitable use of M&WBEs in data base 
Develop more in-depth M&WBE consultants' resource directory 
Develop a stronger monitoring component to help ensure M&WBE 
actual participation 
Organize an external M&WBE Advisory Group that would be 
comprised of local M&WBEs which would provide: 
• periodic program reviews which would 
include suggestions and complaints 
• direct feedback from the M&WBE 
community 
• an additional outreach vehicle for 
encouraging M&WBEs to do business with the 
District 
• develop a recognition program internally 
and externally for M&WBE participation 
• expand quarterly newsletter to provide 
additional business development information 
a. What role should the California Leqislature play to support your 
aqency•s efforts in equal opportunity? 
Answ. 
Odober 27, 1992 
• Develop a bonding/financial fund/program to assist 
small businesses. (Bonding houses and banks are not 
meeting this need.) 
• Conduct a statewide disparity study 
• Amend the MUD Act Section 12751 similar to: 
"The purchase of all supplies and materials, when the 
expenditure exceeds Twenty Thousand Dollars ($20,000), 
shall be by contract let to the lowest responsible 
bidder that is in compliance with local preference 
programs, or with gender- or race-based preference 
programs, which have been duly established and adopted 
by the Board of Directors.• 
• Develop an effective one-stop statewide 
certification program staffed at an 
appropriate level. (Eliminate the need for 
complex, competing and confusing local 
12 
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The purpose ofthis report is to discuss personnel actions and affirmative activity from January 
through June 1992 and review specific affirmative action progress made during fiscal year 
1991·92. 
Representation Minorities and Women 
FromJanuarythroughJune 1992, minority representation the workforce increased 
slightly from to 37.C$0/o. This total minority percentage represents labor market parity 
or exceeds parity for Black, Hispanic and Asian/Pacific Islander employees. 
The appointment of a Black male to the position Hydropower 
a District "first". 
Operator II represented 
report period, women the District's workforce increased slightly from 25.3°/o to 
25.5%. labor market parity Is 281%. The representation women in non-traditional 
occupations (all jobs other than clerical) remained at 43%. 
A total of 86 temporary and part-time positions were filled January-June 1992. Hire rates 
for minorities and women in these positions were 60% and 36°/o, respectively. 
Focused Recruitment 
Results of focused recruitment during this fiscal year have generally produced applicants at 
a level equal to or exceeding their availability in the labor market. Target group applicants 
responded for such examinations as Drafter, Survey Technician, and Water 
Distribution Plumber I. 
Although a major effort was made to recruit women and Black applicants for Automotive 
Mechanic, no women applied and 4 Black applicants out of 25 participated the 
examination. However, no Black applicants were successful in placing on the civil service list. 
Promotional Examinations 
Examinations with internal applicants representing race and sex parity with District affirmative 
action goals, were conducted on a closed promotional These included: 
Administrative Clerk Ill 
New Business 
Ranger/Naturalist Ill 
Career Intern Program 
In recognition that employers must take 11eps to prepare the future workforce. the District 
established a Career Intern Program In 1990. Since Its Inception. 18 high school juniors and 
seniors have been exposed to the fields of engineering and environmental science. 
The students, referred by the Mat)'lematics, Engineering, and Science Achievement Programs 
In the local schools, represent Oakland. Berkeley. and Richmond school districts. Students 
representation by race and sex Is as follows: 
Black· 12 (67o/o) 
Hispanic· 5 (28%) 
Asian/Pacific Islander • 1 (6o/o) 
Men • 8 (44°/o) 
Women • 10 (56°/o) 
A photo display of the 1992·93 high school Career Interns is included following page 7 of this 
report. 
Currently. two students who completed the high school phase of the program in 1991 receive 
financial assistance to attend Howard and Stanford Universities with majors in engineering. 
In the Spring Of 1992. two other students were initially interested in applying for the college 
phase, but withdrew because they received fully-paid, four-year scholarships from other 
sources. 
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EMPlOYMENT: ·JUNE 1992 
Of the 7 4 permanent appointments made during this period, minorities and women represent 
43o/o and 26%, respectively. Table 1 shows these hires and promotions by race and sex. A 
of 28 hires contributed to meeting District goals occupational categories where 
underutilization exists. Interclass transfers and voluntary demotions. Included in the permanent 
hires, provided opportunities for employees to make career changes. develop new skills and 
prepare for advancement 
TABLE 1 
Permanent Appointments: January· June 1992 
Total: 74 
TOTAL: Hires" TOTAL: Promotions 
w B H A/PI AllAN TOTAL w B H A/PI AllAN 
M 19 8 5 2 0 34 12 3 5 1 0 
F _a ~ Q a .Q .ta _a ..J. .1 1 .Q 
TOTAL 27 10 5 5 0 47 15 4 6 2 0 
•Includes voluntary demotions and interclass transfers. 
TOTAL 
21 
..fi 
27 
Minor~y representation of total appointments • 43% Women represented by total appointments • 26% 
Minor~y representation of total new hires • 43% Women represented by total new hires • 28% 
Minority representation of total promotions • 44% Women represented by total promotions • 22'>.4 
"M "' Male; F ... Female; W ... White; B "' Black; H ... Hispanic; AIPI ... Asian/Pacific Islander; 
AllAN .. American Indian/Alaskan Native 
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WORKFORCE PROFILE 
The following Information Is a statistical display of the District's workforce. 
TABLE2 
District Workforce Representation, Availability. 
And Goals For Minorities And Women 
Total Full-Time Positions Filled: 1,576 
REPRESENT AnON 
GROUP AVAILABiliTY GOAl JUNE 1992 
Women 28.00/o 28% 25.5% 
Total Minorities 33.6% 33% 37.EWo 
Black 15.0% 15% 14.8% 
Hispanic 10.00/o 100/o 10.4% 
Asian/Pacific Islander 8.00/o 8°/o 11.9% 
American Indian/Alaskan Native 0.6% •oo/o .5% 
•Goals have not been established for American Indian/Alaskan Native employees due to their labor 
market availability of less than 2%. 
TABLE3 
Permanent Workforce Utilization by Department 
June 1992 
(All percentages have been rounded off.) 
TOTAl 
EMPLOYEES DEPARTMENT M F w B H A/PI AI/AN 
7 Office of the General Manager 3 4 43°/o 29% 14% 14% 00/o 
16 Public Affairs 5 11 63°/o 19% 19% 00/o 0% 
12 Legal 3 9 75% 17% 8% 0% 0% 
41 Personnel 12 29 46% 29% 7% 17% 0% 
99 Finance 53 46 SO"k 19% 2% 19% 0% 
192 Administration 88 104 51% 26% 10o/o 11% 1% 
208 Engineering 154 54 63% 8% 4% 25% 00/o 
516 Maintenance 461 55 60% 11% 17% 6% 1°/o 
210 Water Operations 178 32 800/o 4% 5% 100.4 .4% 
..lli Wastewater 216 f_59 64°/o 13% 10% 13% .3% 
1,576 .... 
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UNDERUTIUZATION IN THE WORKFORCE 
The following matrices show underutilization In occupational categories and job groups by 
race and sex. Interpreting the following charts, the District's goals may be achieved by 
hiring persons of either sex for underutilization by RACE and persons of any race for 
underutilization by SEX. Fluctuations may occur In job groups with small numbers as a 
result of only one hire or one separation. These matrices are updated quarterly and 
distributed to all managers and supervisors to assist them selecting District personnel 
when qualifications of candidates are substantially equal. 
OCCUPATIONAL 
WORKFORCE UNDERUTIUZATION 
BY OCCUPATIONAL CATEGORIES 
As of June 1992 
ALL RACES PERSONS Of EITHER SEX 
I \ I 
PACIFIC 
\ 
CATEGORIES MALE FEMALE WHITE BLACK HISPANIC ISlANDER 
OfFICIAlS/ 
ADMINISTRATORS XX 
PROFESSIONAlS XX 
TECHNICIANS XX X 
ADMINISTRATIVE 
SUPPORT X XX 
SKILLED CRAFTS XX 
SERVICE! 
MAINTENANCE XX 
X • Underutillzation: Group represents less than 900/0 of labor market availability. 
XX • Priority Underutilization: Group has NO representation or significant disparity exists between 
goal and adual workforce representation. 
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WORKFORCE UNDERUTIUZA noN 
BY JOB GROUPS 
AI of June 1192 
AU. RACES 
I \ 
PERSONS Of EmtER SEX 
I \ 
ASIAN/ 
PACIFIC 
JOB GROUPS MALE FEMALE WHITE BlACK HISPANIC ISLANDER 
Clerical XX X 
ACCOUNTING 
! ....... ,,., X XX XX 
ANAL YSTS·MANAGEMENT/ 
PERSONNEL XX 
AUTOMOTIVE & HEAVY 
I=OLJIPMFNT MAINTFN.Ul~S: XX XX 
COMPUTER OPERATIONS XX XX XX 
CONSTRUCTION INSPECTORS X XX 
CUSTOMER/SERVICE REPRESENTATIVES XX XX 
CUSTOMER Clerical X X 
SERVICES Supervision X XX X 
DRAFTING X X X 
ELECTRICAL MAINTENANCE XX XX 
ENGINEERING XX XX 
GENERAL CLERICAL XX 
GENERAL MAINTENANCE XX : XX XX 
GROUNDS MAINTENANCE 
HEAVY EQUIPMENT OPERATION XX X 
INFORMATION SYSTEMS CLERICAL XX 
:XX JANITORIAL XX XX 
LABORATORY SERVICES X X 
LABORERS 
MATERIAL liUN · HUL XX X XX 
MECHANICAL MAINTENANCE XX XX 
METER READING XX XX 
PIPELINE MAINTENANCE 
-lead/Supervision XX X X 
POWER PLANT OPERATION XX 
PROGRAMMING XX 
RANGE/FORESTRY XX X 
SECRETARIAL XX XX 
STRUCTURES MAINTENANCE XX : XX X 
SURVEYING XX XX 
TRUCK OPERATION X 
WASTEWATER PLANT OPERATION XX X XX 
WATER AND WASTEWATER 
QUALITY CONTROL )( XX 
WATER DISTRIBUTION PLUMBERS X XX 
WATER PLANT OPERATION X X 
X • Underutilization: Group represents less than 90% of labor iarket availability. 
XX • Priority Underutilization: Group has NO representation or significant disparity exists between goal and 
actual workforce representation. 
24 
FOCUSED RECRUITMENT 
Affirmative Action Office the ongoing responsibility to identify underutilized groups in 
the workforce and develop appropriate recruitment actions supplement the general public 
recruitment conducted by the Examination Unit. These actions Include: 
• announcing openings at community and professional meetings, 
• attending appropriate job fairs, 
• advertising newsletters of organizations serving target groups, 
• mailing notices to qualified Skills Bank applicants, and 
• contacting community agencies, training centers and colleges. 
The following table shows recruitment results for January-June 1992. 
TABLE4 
FOCUSED RECRUITMENT RESULTS 
JANUARY-JUNE 1992 
CLASSIFICATION 
Acoounting!Financial Analyst 
Administrative Services Supervisor 
Junior Civil Engineer l Personnel Analyst II 
TARGET GROUP(S) 
Hispanic, Women 
Hispanic 
Hispanic, Black 
Hispanic 
5 
APPUCA liONS RECEIVED 
H-(Wo, Women-36% 
H-8% 
H-1 0%, B-5°/o 
H-3% 
Aisha Wright 
Berkeley High School, Berkeley 
Wastewater Support Services Division 
Alethya A vilan 
Castlemont High School, Oakland 
Wastewater Support ~ervices Division 
IS I 
r" • 
Ill 
••• 
Y esenia Rios 
McClymonds High School, Oakland 
Water Supply Improvements Division 
26 
E INTERNS 
1991-1992 
Chris Harrison 
Oakland 
Engineetjng Services 
FISCAL YEAR HIGHLIGHTS 
PROGRAM ACCOMPLISHMENTS, FISCAl YEAR 1991·92 
Preventing Sexual Harassment 
reaffirm the prohibiting sexual harassment in the workplace, the Board 
of Directors adopted a policy on November 12, 1991. Procedures for handling complaints 
of sexual harassment were also developed. Training sessions for 1.400 employees have 
been conducted Personnel Department staff. Sessions held separately, for employees 
and supervisors will be provided on a continuous basis. 
Outreach to Persons with Disabilities 
Participation on the advisory of the Center for Independent Uving and contact with 
other organizations serving disabled clients are ongoing efforts to provide career information 
and employment opportunities. During this fiscal year, a deaf person in a temporary position 
in the Special Employment Program, worked successfully in both Wastewater and Water 
Operations Departments. 
Staff attended several training sessions covering employer responsibilities for compliance 
with the Americans with Disabilities Act of 1990. 
Skills Bank 
After a purge applications dated prior to January 1990, over 1,600 applications were 
included the skills maintained by the Affirmative Action Office. 
Approximately 3,500 applicants are currently on These prospective applications have 
a full range of qualifications for District openings clerical, technical, skilled crafts and 
professional occupation The Bank primarily supplements general recruitment conducted 
by the Examination Unit. 
Mailing labels are also provided to other Bay Area employers, upon request, to assist in their 
affirmative action outreach. 
The effectiveness of the Skills Bank is shown in the high percentage of its applicants on civil 
service lists; e.g., for Principal Management Analyst and Management Analyst I, 22% 
for Water Distribution Plumber I, and 43% for Gardener t 
27 
EMPLOYMENT 
The Affirmative Action staff monitors the recruitment, examination and hiring procedures 
used by the District in order to measure progress toward the elimination of underutilization. 
From July 1992 to June 1992, the number of minorities in the District workforce showed a 
net increase from 582 to 595 employees. Total minority representation increased during 
the same period from 37.2% to 37.6%. 
The number of women employed increased from 390 to 403. The parity goal for women 
has not been achieved; however, a net increase in representation was made from 24.7.0/o 
to 25.0% in July 1991 to 25.5% in June 1992. 
Of the total hires and promotions made during the fiscal year, 32% contributed to meeting 
District race and/or sex goals for job groups or occupational categories. Noteworthy full-
time regular hires include women employed as: 
Non-Traditional - (Blue Collar) 
• Gardener I 
• Janitor 
• Ranger Naturalist Ill 
• Recreation Area Attendant 
• Survey Technician II 
• Wastewater Control Representative 
• Wastewater Plant Operator Trainee 
Non-Traditional - (ProfessionaiiTecbnjcian) 
• Air Quality Specialist 
• Assistant Civil Engineer 
• Associate Civil Engineer 
• Buyer I 
• Drafter Ill and IV 
• Facility Technician 
• laboratory Technician II and Junior Civil Engineer 
• Management Analyst I 
• Senior Internal Auditor 
• Supervising Microbiologist 
28 
Other noteable full~time, regular hires include: 
Black 
Hispanic 
Asian/Pacific Islander 
Employees-
Former participants in 
the Special Employment 
Program-
Hydropower Plant Operator II 
Laboratory U 
Associate Civil Engineer 
General Manager 
Heavy Equipment Operator 
Hydropower Plant Operator II 
Branch Office Manager 
Janitor 
Plant Structures Maintenance Superintendent 
Gardener I 
Table 5 shows150 total hires and promotions for fiscal year 1991-92. Black, Hispanic and 
Asian/Pacific Islander employees, as well as women, were hired and promoted at rates equal 
to or exceeding labor market parity. White males received 43% of all hires and 41% of all 
TABLES 
Hires and Promotions 
Fiscal Year 1991-92 
(All percentages have been rounded off.) 
White 
Black 
GROUP 
Asian/Pacific 
American Indian/Alaskan Native 
Total 
Women 
Men 
HIRES" /PERCENTAGE 
63 
14 
11 
0 
104 
31 
73 
61°/o 
113°/o 
1 
15% 
0% 
30% 
70% 
29 
PROMOTIONS/PERCENTAGE 
25 
7 
8 
6 
0 
46 
13 
33 
54% 
15% 
17% 
13 
0°/o 
RECRUITMENT ACTIVITIES: fiSCAl YEAR 1991·92 
Efforts to recruit underutilized groups for job openings in 1991·92 included: 
Focus: Black and Hjspanjc Engineers 
• The District's tenth annual Engineering Night held at the new administration building was 
attended by 60 engineering students. professionals, and high school students in the 
greater Bay Area. 
• Job Fairs: 
- National Conference of the Society of Hispanic Professional Engineers, Phoenix, 
Arizona 
- National Conference oft he National Society of Black Engineers, New York, New York 
- Regional Career Fair- Society of Hispanic Professional Engineers 
(Student Chapters) 
- Regional Career Fair- National Society of Black Engineers (Student Chapters) 
Focus: Minorities and Women (Skilled Crafts. Clerical. Professionals) 
• Job Fair sponsored by: 
- Bank of America 
- Community Education Center, San Mateo 
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In addition to activities above, Affirmative Action staff maintains contact with 
community and professional organizations and education/training programs to identify qualified 
applicants for District vacancies. Staff also serves on advisory boards to provide input on 
program 
Contacts 
Asian Pacific Association 
BOOST 
Center 
Chinese for Action 
Community Council. Oakland 
,. ..... , .............. of Rehabilitation 
Fil~-- -t")s Affirmative Action 
:-:; Scotian Youth Center 
His~ · ~mmunity Affairs Council 
Hispar , mployment Bay Area Network 
Howard U·-:versity Alumi Association 
International Rescue Committee, San Francisco 
Jobs Alameda County 
John O'Connell Community College 
Marcus Foster Middle School (Career Day) 
Minority Programs 
PREP, 
Private 
Veteran's rt;;;>>::l~l'Q' 
VEVA 
1 
DISCRIMINATION COMPLAINTS (Formal and Informal) 
A total of 22 formal and informal complaints were filed with the Affirmative Action Officer during 
fiscal year 1991-92: 
Allegation 
Race 
Sex 
Sexual Harassment 
Age, race, sex 
Harassment 
Number of Complaints 
8 
4 
4 
1 
5 
Additional charges filed externally against the District include: 
Civil Litigation 
.. 
Race -1 Motion for summary judgment granted in favor of District. Appeal by 
complainant is possible until October 1992. 
Sex - 1 
Physical handicap - 1 
Department of Fair Employment & Housing and U.S. Egual Employment Opportunity 
Commission 
Race - 1 
Age -1 
Race/Sexual Harassment - 1 
REPORTING AND AUDITING 
Semi-annual reports are made to the Board of Directors and disseminated to all management 
and supervisory staff. Additionally, affirmative action progress is noted in District newsletters, 
the Waterline magazine and annual reports. Annual filing with the U.S. Equal Employment 
Opportunity Commission is made showing race, sex and salary distribution of all permanent 
employees. 
P13-0 32 
TOM BRADLEY 
Mayor 
Commission 
MiCHAEL J. GAGE, Pmidml 
RICK J. CARUSO, Viet~ Presidmt 
ANGEl M. ECHEVARRIA 
DOROTHY GREEN 
DANIEL W. WATERS, Geneml ~r and Chief EngilrMl' 
PHYLLIS E. CURRIE, Chief Fiwmcial Offi«r 
MARY D. NICHOLS 
JUDITH K. DAVISON, Secretary 
The Honorable Gwen Moore 
Assemblywoman, Forty-Ninth District 
State Capitol 
P.O. Box 942849 
Sacramento, California 94249-0001 
Dear Assemblywoman Moore: 
October 26, 1992 
On behalf the Los Angeles Department of Water and Power 
(Department}, I am pleased to accept your invitation to participate 
in the hearing the Assembly Select Committee on Equal Opportunity 
on October 28, 1992. 
The of equal employment, affirmative action and 
minority- and women-owned business outreach have the highest priority 
at this Department and we look forward to sharing with the Committee our 
efforts programs in these areas. 
Ms. Betty Johnson, our Director of Affirmative Action/ 
Equal Employment Opportunity and Mr. Richard Moore, our Director 
of Purchasing Services, will testify on the Department's behalf. 
Enclosed is our response to the questions transmitted to us by your 
letter of October 14. 
For additional information, please call Mr. Frank Salas, 
Manager of Government Affairs, at (213) 481-6333. 
Enclosure 
I North 
33 
California 0 
Cable address: ......... "-,.., 
los A!!Fies 90051-0100 
481-8701 

CITY OP LOS ANGELES 
DEPARTMENT OF WATER AND POWER 
REU!Iponse to ••Questions of Interest" 
from Assembly Select Committee on Equal Opportunity 
1. Do you have specific affirmative action, equal opportunity 
and minority/women business procurement goals? 
M/EEO 
Yes. Annual AA/EEO goals are set within occupational 
categories. Goals are set based on the population of the 
city of Los Angeles and are aimed at achieving parity between 
the Department's workforce representation and the ethnic and 
gender composition of the City. 
W/MBE 
contracts participation goals for Women/Minority Business 
Enterprise are 7% and 15\ respectively of the Department's 
total annual contractual awards in construction, 
professional/personal services, and services contracts. 
a. By what authority are you required to establish such 
qoals? 
M/EEO 
Both the 's and the Department's Affirmative Action 
Plans require the establishing of goals for improving the 
representation at all levels in all job categories in 
which sub-parity occurs. The City's policy is spelled 
out in the Mayor's Executive Directive No. 1 
(October 15, 1980), which set up an Affirmative Action 
Task Force to work with the Personnel Department in 
setting up standards and procedures and oversee each 
department's program. Executive Directive No. 5 
(April 25, 1983) directed the use of affirmative action 
goal attainment as a criterion when two or more persons 
are equally qualified for an appointment. 
The Department's implementation steps are detailed in 
Board of Water and Power Commissioners Resolution 04-7 
(August 25, 1983). It specifies necessary steps in the 
following areas: recruitment, selection/placement, 
training/education, upward mobility, job restructuring, 
dissemination of information, programs for employing the 
handicapped, employee rights, and contracts. Guidelines 
for monitoring progress are also given. 
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W/MBE 
The City has a policy of utilizing minority/women-owned 
business enterprises in all aspects of contracting 
rela~ing to procurement, construction, and personal 
serv1ces (Mayor's Executive Directive 1-B, issued 
March 29, 1983). The directive also provided guidelines 
to City departments in implementing their respective 
outreach programs. 
The Department's minority purchasing program, in place 
since the late 1970s, was formalized by Board of 
Commissioners Resolution 85-213 (April 25, 1985), which 
directed management to: 
* develop, implement, and monitor a specific program to 
achieve the Department's goal to expend 4% and 12% of 
the total annual contract dollars for construction, 
professional services, and service type contracts to 
W/MBEs, respectively; 
* present a monthly status report to the Board on the 
program's progress: 
* develop an effective vendor data base (VDB) 
containing qualified W/MBEs: and 
* develop a Contract Compliance Office to monitor the 
progress and effectiveness, and to provide liaison. 
Board Resolution 91-178 (January 10, 1991) increased the 
W/MBE goals to 7% and 15%. 
b. Are your goals communicated to all employees? 
AAIEEO 
All employees involved in making hiring or promotional 
decisions are provided with a copy of the affirmative 
action goals. A formal monitoring program is in place to 
ensure that these goals are reviewed prior to making any 
personnel appointments. 
Additionally, affirmative action goals are included in an 
annual Affirmative Action Progress Report which is 
reviewed by the Board of Commissioners. This report is 
also distributed to minority and female employee 
organizations such as the African-American Employees 
Association, Affirmative Action Association for Women, 
Latin-American Employees Association, and Asian, 
Filipino, and other recognized employee groups. 
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2.. Do you an 
AA/EEQ 
Contract 
involved in the 
management are 
through oral and 
the General 
officer? 
Yes, 
Director. 
Department 
to assist 
an title is EEO 
Additionally, every within the 
W/MBE 
The 
Compl 
EEO Coordinator whose role it is 
matters, including the 
complaints. 
has a Contract 
a.. To whom does person :report? 
The EEO reports the General Manager. 
to the Director 
the Assistant 
ba Is this evaluated compensated based on the 
goals? success/failure in 
Neither 
Officer compensated 
achieving goals. The 
these employees do not 
based on performance@ 
nor the Contract Compliance 
based on the success or failure of 
Service which govern 
type of compensation 
However, AA/EEO progress is 
by the Board of Water and Power 
Commissioners the annual Action 
Progress participation in contracts valued 
over $100,000 reviewed regularly by the Board in 
approving such Progress toward both AA/EEO 
and W/MBE goals carefully reviewed the Mayor's 
Office in determining the merit pay of the General 
Manager* 
.3 
3. Do you have a formal affirmative action recruitment proqram1 
Yes, the Department has a formal recruitment program in 
place. This program is primarily designed to increase 
minority and female representation in the Professionals 
occupational category, especially in the engineering 
disciplines. Because the Department is part of the city of 
Los Angeles, it relies to a large extent on the City's 
Personnel Department for recruitment and candidate referral. 
a. Bow does this program function? 
The Department of Water and Power Engineering Recruitment 
Committee provides overall policy direction, establishes 
standards used by the recruiters, determines entry-level 
hiring needs, and assures line support of recruitment 
programs. 
The recruiters represent the Department at university and 
student sponsored events, seminars and job fairs, provide 
student counseling and mentorship, and administer Civil 
Service interviews on campus. 
The Department's recruitment efforts have focused on 
engineering, accounting, and information systems job 
classifications. The primary function of the Recruitment 
Office is to recruit and hire diverse and highly 
qualified entry-level engineering assistants. During the 
past year, 56 recruitment trips were made to 33 
accredited universities nationwide in which 672 
candidates were interviewed. The success of this program 
is reflected in the results it has achieved. For 
example, in the last five years, women were hired at 
almost twice the rate of the national graduate pool of 
engineers, whereas Blacks and Hispanics were hired at 
almost three times the rate. 
The Engineering Recruitment office also assists the 
Finance and Accounting Division in recruiting 
underrepresented Utility Accountants by conducting campus 
interviews and coordinating Utility Accountant college 
relations activities at four local universities. As a 
result of the recruitment efforts at these schools, seven 
minority and female appointments were made last year. 
The Management Information Systems Division's student 
Intern Program continues to be successful in providing 
potential candidates for the class of Applications 
Programmer in the Technicians category. In turn, 
Applications Programmer promotes to Programmer Analyst in 
the Professionals category. 
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b. can employees self-nominate 
opportunities? 
advancement 
c .. 
advancement opportunities 
examinations.-
ications enable them to 
opportunities. addition, 
name on lists which 
them before 
employee 
Employees the right to file discrimination 
complaints on any action, procedure or practice in 
selection or employment on the basis of race, color, 
religion, sex, national origin, age, disability, marital 
status, Vietnam-era veterans' status, or sexual 
preference. Employees may file complaints through the 
Department's grievance procedure, or through the 
Department's confidential complaint procedure. Nothing 
in these procedures restricts employees from filing 
compla with ifornia State Department of Fair 
Employment Housing, the Federal Equal Employment 
Opportunity , the city of Los Angeles Civil 
agency 
or any other governmental compliance 
Blower's 
Employees 
, waste, 
or employee. 
the City's 
ine headed by the 
report violations of 
or abuse of authority 
The Department provides employee development offering 
counsel , training, and giving mock oral interviews. 
In addition, the Department sponsors an Employee 
Assistance to employees and their dependents for 
problem when job performance is directly or 
indirectly The program also includes trauma 
response, supervisory and employee training, and 
specialized counseling services in alcohol or 
drug-related problems. 
With respect , several AA/EEO related courses 
are on a regular basis to Department employees. 
For example, over employees.have attended Sexual 
Harassment Awareness Training. During this same time 
period thousand employees attended Selection 
Interview Training, a course focusing on how to prepare 
and selection with an emphasis on 
AA/EEO ibil 
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d. Please provide a profile demonstrating the diversity of 
your executive, management and professional staff. 
Executive and management staff at Department are 
classified as Officials/Administrators per the Equal 
Employment Opportunity Commission's occupational 
category designations. The Officials/Administrators 
category includes System and Division Heads, Principal 
Engineers, Executives, and high-level staff positions. 
Of this category, 8.4 percent are African-American, 11.7 
percent are Hispanic, 13 percent are Asian/Filipino, and 
11.7 percent are female. 
The Department's Professional classification includes all 
engineers through Senior level, middle managers, and 
other professional staff positions. The ethnic breakdown 
is now 8.9 percent African-American, 10.7 percent 
Hispanic, 25.9 percent Asian/Filipino, and 24 percent 
female. 
4. Do you have a formal minority/women business enterprise 
procurement recruitment program? 
Yes, the Department has an outreach program. 
a. Bow does this program function? 
The Department sponsors workshops, and Department 
personnel attend trade fairs and W/MBE association 
meetings. 
b. can vendors self-nominate? 
Yes. 
c. Do you have or participate in a certification/ 
verification program? 
The Department does not certify W/MBEs. A vendor's 
business size is registered the VDB according to 
his/her response on the Department's Contractor/Supplier 
Data application form. Verification successful 
bidders or a subcontractor's business size is made 
through a Dun & Bradstreet report, through contact with 
other City agencies with expanded certification programs, 
and checking directories listing certified W/MBEs. 
Vendors are requested to submit certifications through 
other agencies with their bid application forms. 
d. Do you offer opportunities for confidential vendor 
suggestions, complaints, counseling? 
Yes. W/MBE vendors are apprised at business/trade fairs 
and at community events about the Department's W/MBE 
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s .. 
outreach program. The Contract Compliance Officer and 
staff advise W/MBEs on how to do business with the 
Department, discuss problems concerns regarding 
the W/MBE program, and to appropriate 
are 
AA/EEQ 
your 
minority;women 
Yes, in areas goals 
example, of the AA/EEO 
fiscal 1991-1992, 
W/MBE 
contracting per~onnel. 
Purchasing 
Power Commissioners 
action, equal employment 
procurement goals? 
or exceeded. For 
percentage goals set for 
f were or exceeded. 
From Year 1987-88 Fiscal Year 1989-90, the 
Department its W/MBE goals of 4' and 
12%. In Year 1990-91 the Department exceeded new 
WBE 7%, but its new MBE goal of 15%. 
(W/MBE were increased Commissioners to 
7% and January 1991.) In Fiscal year 
1991-92, the Department met its WBE , but not its MBE 
goal.. [Please see attached entitled 1'Combined 
Estimated Comparison," depicting 
the W/MBE goals in the last 
a. Are made available to all employees? 
M/EEO 
progress Department's annual 
affirmative action are available all employees 
upon request. , the results are ished 
and reviewed by Water and Power 
Commissioners and are distributed minority and female 
employee organizations* The Department does not 
distribute or announce the yearly goals. 
W/MijE 
Contract Administrators key contracting personnel 
are aware of results monthly and quarterly 
and fiscal-year-to-date reports that the 
respective divisions' W/MBE goals' achievement. 
In addition, regarding achievement have appeared 
in internal publications* [Please see Sample Internal 
Publication MBE/WBE News, which will be distributed at 
hearinge] 
41 
b. Are employees evaluated and/or compensated based on the 
success/failure to achieve your goals? 
AA/EEQ 
As mentioned previously, Civil Service rules preclude 
employee compensation based on goals attainment. 
However, promotional interviews all include 
evaluations of candidate knowledge and experience with 
respect to AA/EEO policies, procedures, and practices. 
Thus, employees must demonstrate knowledge in this area 
in order to promote. 
All employees at the Department are required to maintain 
a commitment to Affirmative Action. The Department's 
A.ffirmative Action Plan details the different 
responsibilities required of Department employees. 
Department managers and supervisors are given much 
greater accountability than line employees. The 
Department's General Manager is partially evaluated and 
compensated based on the Department's success/failure in 
achieving its goals. 
W/MBE 
Buyer performance with regard to the W/MBE program is 
evaluated by Purchasing Managers. Moreover, monthly 
reports of organizational performance are produced and 
distributed. 
c* Please provide a summary of your contracting results 
identifying minority and women vendors. Indicate the 
relationship between total dollars spent and dollars 
awarded to minority and women vendors in categories such 
as: professional services, capital expenditures, 
sub-contracting, etc. 
Please see attached table entitled "Estimated 
Expenditures for Construction, Personal services, and 
services Contracts Showing W/MBE Participation." 
6. What affirmative action, equal employment opportunity and 
minority/women ~usiness enterprise procurement recruitment 
programs have succeeded/not succeeded? 
AA/EEO 
Implementation of various AA/EEO programs policies, and 
provisions has been successful in that minority and female 
representation has increased steadily on an annual basis. As 
of January 1, 1992, the Department's work force was composed 
of 52el% minorities. With the exception of Hispanics, all 
other groups are represented at or above population parity on 
the Department's work force Success in achieving parity for 
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Hispanics 
Hispanic .... on~,.ca 
is now 
is in 
Increased 
to improve 
Other 
W/MBE 
7. What plans do 
correct the 
M/EEO 
by the increase in 
the City of Los Angeles, which 
progress has been slow 
skilled craft positions. 
been directed 
of 
pool of 
percent of 
up of only 
23.5 percent 
a 
adopt-a-school 
women in 
enhance success of 
equal opportunity programs? 
Work force 1 more vigorously light of 
s population as 1990 u.s. 
Census results. Department committed to increasing 
diversity-based programs. Already in place are a Work Force 
2000 Task Force ), a Cultural Diversity Task Force 
(employees), a glass study, a W/MBE Advisory Board, 
and a of community/Department partnerships. 
W/MBE 
Several for success are anned 
for the near future: 
* new to provide greater 
review and monitoring by the 
4 
Compliance Officer. Based on this review of the contract 
the Officer will return requests for contracting out 
services with a listing of potential W/MBEs for users' 
consideration when W/MBEs are available to compete as 
primes and/or subcontractors. 
* Implementation of a comprehensive integrated Management 
Information System that supports efforts to centralize 
the Department's procurement process and provides a 
comprehensive data base of vendor capabilities. System 
capabilities will include tracking of procurement 
information, from contract awards, accounts payable, to 
procurement performance, as well as W/MBE business 
participation. Users will be able to view, on-line, 
information on those vendors who can meet their 
requirements. 
* Continue and/or implement new special training programs 
for Contract Administrators and/or key personnel on 
contracts administration and contract compliance 
programs. 
* Provide formal training programs for W/MBE vendors to 
understand the purchasing processes, procedures, 
policies, and Department requirements. 
* Where possible, implement recommendations and suggestions 
issued by the Department's W/MBE Advisory Council, whose 
charge it is to recommend innovative methods that would 
increase W/MBE contracts participation and to recommend 
methods that would reduce and/or eliminate superficial 
barriers that preclude full utilization of W/MBEs. 
8. What role should the California Legislature play to support 
your agency's efforts in equal opportunity? 
We applaud the recent passage and signing of AB 486 
(Polanco), which will make a state data base of certified 
W/MBEs available. Other helpful legislation would include: 
* Assisting/providing bonding to W/MBEs; 
* Assisting/providing insurance to W/MBEs: and 
* Providing for start-up and working capital, as well as 
lines of credit, to W/MBEs. 
Fiscal 
1991$92 
10122/92 
FUCOMPSVR 
COMBINED ESTIMATED EXPENDITURES 
FOR PERSONAL SERVICES, CONSTRUCTION & SERVICES CONTRACTS 
5 FISCAL·YEAR COMPARISON 
7.0% 
W MBE Achievement ._ WBE 
Fiscal Year Total MBE 
(1,0008) 
Pre-January 1991 Post-January 1991 
MBE Goal = 12% MBE Goal = 15% 
WBE Goal = 4°-t. WBE Goal = 7% 
ESTIMATED EXPENDITURES FOR CONSTRUCTION, PERSONAL SERVICES, 
AND SERVICES CONTRACTS SHOYIHG W/MBE PARTICIPAT!ON (AMOUNTS IN S1,000's) 
ATTACHMENT 2 
•••••••••••••••~*•••••*sazzzam&ass•••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••--••••*••••••••••••••••••••••=•s.smmzs•.a•~••••==••••~smas:a 
CONSTRUCTION CONTRACTS 
~--··········BOARD AWARDED·············· ············NOI·IOARD AWARDED············· ··················TOTALS·················· 
TOTAL WE X TTl. IIIBE I TTl TOTAl WE X TTl IIIBE X TTL TOTAl WE xm. MIE I Ttl 
. ... .......... . .. .............. ... .......... 
-·· 
... ............ . .. ... .......... ............. . .. ............ 
·-· 
.. ... ,., ...... 
Btl 0.0 0.0 0.0 0.0 0.0 105.9 0.0 0.0 o.o 0.0 105.9 lUI I'U 0.0 0.0 
JUl 91 • .MI 92 31,936.9 2,303.1 7.2 4,019.3 12.6 141.8 7.0 4.9 !.5 6.0 32,12!.6 2.310.7 7.2 4,027.8 1:!.5 
JUl. 90 • Jim 91 146,722.5 11,615.1 a.o 25,374.1 17.] 102.1 45.4 44.5 22.8 22.3 146.824.7 11,720.5 8.0 25,396.9 17.3 
•••••••••••••--•••.a••••s•••~aSBsauswassma••••~8BS8asaas•••••a•z•••--=•••••••••••••••••••••sssaws:ma•sssassa•sazmzsmaa•a•amauam---~ ..... asmvaasasssasum 
PERSONAl SERVICES CONTRACTS 
·············BOARD AWARDED·············· ············NON·IOARD AWARDED············· ··················TOTALS·················· 
TOTAl WE I TTl MBE xm. TOTAl WE I TTl IIIBE X TTl TOTAl. WE I TTl ME X TTl 
............... ... "" ........ 
1-'JUI 92 630.4 o.o o.o 0.0 0.0 1,658.5 583.7 35.2 241.1 14.6 2,2M.9 583.7 25.5 241.7 10.6 
w 
1JUI. 91 • .MI 92 29,353.1!1 1,340.2 
'·' 
2,706.0 9.2 17,287.7 3,574~1 20.7 3,954.6 22.9 46,641.5 4,914.4 10.5 6,660.6 14.3 
JUl. 90 • Jim 91 53,252.9 3,593.2 6.1 4.888.7 9.2 19,264.9 2,813.9 14.6 4,351.1 22.6 72,511.8 6,407.1 8.8 9.239.8 12.7 
.............................................................. 2 ............................................................................................ 
SERVICES CONTRACTS 
·············lOAMI AWARDED··············· ············NON·BOARO AWARDED············· ·•················TOTAlS·················· 
TOTAl WE X TTl IIIBE I TTL TOTAl WE 'l TTl MBE I TTL TOTAL WE X TTl MIE I TTl 
............. ... .. ........... ... .. ........ . ........... 
·-· 
............ . .. .. .......... .., ... .., .. . .. ......... . .. .. ............ 
.MI 92 1,314.7 201.5 15.3 144.0 11.0 4,020.1 461.6 11.5 454.3 11.3 5,334.8 663.1 12.4 5911.3 11.2 
JIJl 91 • JUN 92 62,672.0 2,202.7 3.5 5,852.0 9.3 25,003.7 2,295.2 9.2 2,117.8 8.5 81,615.6 4,497.9 5.1 1,969.8 9.1 
JUl 90 • Jim 91 11,715.8 13,066.2 18.2 8,214.3 11.5 24,571.8 1,473.0 6.0 2,216.6 9.0 96,287.6 14,539.3 15.1 10,430.9 10.8 
•••sa•••••••••••••••••a••••••••••••••••••••••••aa•••••••••••sa••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••sa•••••••••••••••• 
********************************* ...... ******************************* .. ************************************************************************************ 
aMIIIIED ESTIMATED EXPENDITURES FOR All CONSTRUCTION, 
PERSONAl SERVICES AND SERVICES CONTRACTS 
TOTAl WE I TTl MBE I TTl 
..... ... . .... . .. .. .... 
JUI92 1,129.6 1,246.7 16.1 840.0 10.9 
JUl91·M92 166,445.7 11,121.0 1.0 11,658.2 11.2 
JUl. 90 • JUII 91 315,630.0 32,666.9 10.3 45,067.6 14.3 
REPORT ON 
AFFIRMATIVE ACTION PROGRES~ 
DEPARTMENT OF WATER AND POWER 
January 1, 1991 - December 31, 1991 
Prepared 
July 1992 
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INTRODUCTION 
This e that Divisions have submitted 
written summaries of their affirmative action activities for the 
preceding calendar year and a of Department of Water 
and Power work statistics population of the City 
of Los Angeles. 
New areas covered in year s report are statistics 
on positions which high visibil and recognition, 
employees who on Management and Committees, and 
employees who served as raters on selection interview panels for 
mid- and upper-management pos Additionally each Division 
was asked to discuss possible "glass ling" obstacles which 
might prevent women and minorities from promoting to higher level 
positions. 
This year s report reflects new DWP organization 
which took effect in November 1991. External and 
Organizational Services divis have now been integrated into 
the Water and Power Services • The 
customer Services Division now report 
to the new Customer Organization. In addition, a new 
Affirmative Action/ Opportunity Coordinator 
posit1on, which General Manager s Office, was 
created 
Affirmative 
Water and Power includes: 
Report the Department 
1. an overall 
categories; 
of progress during 
of the eight job 
2. ' of the Water and 
Power and systems and the 
Customer Services Organization on affirmative 
action progress; 
3. individual Divisional affirmative action reports; 
and 
4. a comparison of Water and Power 
sex and representation by job category 
within each Division. 
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included: 
Additionally, the following informational items are 
1. a Department organization chart; and 
2. a description of the Equal Employment Opportunity 
Commission (EEOC) occupational categories. 
A comprehensive analysis of the overall Department work 
force follows on pages 3-10. 
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ANALYSIS OF OVERALL DEPARTMENT WORK FORCE 
January 1 to January 1992, the Department of 
Water and Power decreased by 136 employees, from 11,737 employees 
to 11,601. During time, the population of minority 
employees increased from 6,012 to 6,039, an increase of .9 
percent. Minorities now account for 52.1 percent of the 
Department's personnel. 
Americans, and Filipinos remain 
and women remain below 
were slight increases in the 
Hispanics, Asian Americans, 
Overall, Blacks, 
above population parity 
population parity. However, 
percentage representation 
Filipinos, and women, and 
percentage representation 
there were slight decreases in the 
of Caucasians and Blacks. 
This that the is measuring 
its employee data 1990 Census. The 1990 Census 
information shows a dramatic increase the Hispanic population. 
Hispanic population went from 27.5 percent to 39.9 
percent, an increase of 12.4 percent. Asian American and 
Filipino population also increased 1.4 percent and 1.0 
percent, respect Caucasian population also showed a 
marked change decreasing 47.8 percent to 37.3 percent, a 
decrease of 10.5 Black population decreased by 3.7 
percent, and women .2 percent now reflecting 
49.8 percent of the The release of these new 
statistics into 1992 and beyond with a new 
set of to achieve in terms of work 
Fol an number employees for 
each occupational category 1991 calendar year. 
Officials/Administrators 
The increased by one 
employee during 1991. service appointments 
made in this category went minorities and/or women. 
Minorities represent 33.1 percent of the , an increase of 
1.1 percent. Women now represent 11.7 percent, an increase of 
1.9 percent. 
The numerical representation of Asian Americans and 
Filipinos remained the same 11 and 9 employees, and remained 
stable at 7.1 percent and 5.8 percent, respectively. 
Hispanic representation increased by one, from 17 to 18 
employees, slightly increasing the percentage representation to 
11.7 percent. 
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Black representation also increased one, from 12 to 
13 employees, slightly increasing the percentage representation 
to 8.5 percent. The numerical representation for women increased 
from 15 to 18, bringing the representation from 9.8 percent to 
11.7 percent. Blacks, Hispanics, and women remain below 
population parity. 
Significant appointments in 1991 included a Caucasian 
female to Director of Human Resources, a Caucasian female to 
Environmental Affairs Officer, one Black male and one Hispanic 
male to Principal Power Engineer, one Black male to Transmission 
and Distribution Superintendent and three females, one Black and 
one Hispanic, to Information Systems Manager. 
Professionals 
The total number of employees in this category 
increased by 62. The overall percentage of minorities increased 
by 1.0 percent. 
All minority groups increased their representation in 
this category with Asian Americans and women making the most 
progress. Asian Americans increased by 24, bringing their 
representation to 20.0 percent, which is an increase of 0.6 
percent from 1990. Women also increased by 25, bringing their 
representation to 24.0 percent. Blacks increased from 177 to 183 
employees, although their percentage representation remained the 
same. Filipinos also increased from 112 to 121 employees, 
bringing their representation to 5.9 percent. Blacks, Hispanics, 
and women continue to be underrepresented in this category. 
Increases in this category occurred through 
appointments such as the hiring of one Black female and one 
Caucasian female to Principal Utility Management Assistant, a 
Hispanic male to Senior Power Engineer, three females to 
Electrical Engineering Assistant, one Caucasian female to 
Mechanical Engineering-Assistant, one Black male to Electrical 
Engineering Assistant, and one Black female and one Hispanic male 
to Real Estate Officer. 
A total of 82 Engineering Assistants were hired by the 
Department in 1991. Of this group, Blacks represented 7.3 
percent; Hispanics, 18.3 percent; Asian Americans, 22.0 percent 
(Filipinos, 3.7 percent); and women, 23.2 percent. These 
percentages are significant when compared the most recent 
engineering national graduate pool statistics which are: Black, 
3.6 percent; Hispanic, 4.2 percent; Asian American (including 
Filipino), 9.9 percent; and women, 15.7 percent. Engineering 
graduate pool statistics are based on information from the 1991 
Engineering Manpower Commission Report. 
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Technicians 
representation 
representation 
of 
percent 
ightly 
percentage 
Asian American 
although the percentage 
percent. Filipinos 
an increase of 0.2 
The of women 
increased 
percent, bringing 
increased from 96 
increased 10.5 
Hispanics, and 
representation slightly 
a 0.5 percent increase. Blacks, 
Senior 
reassignment one 
Draft Technician, 
to 
Chief Load 
protective Service 
underrepresented in this category. 
Hispanic to 
, the 
to Electrical Engineering 
males and one Caucasian 
, and one Caucasian female to 
one from 124 
69 to 65, 
parity (52.9 percent) in 
by one from 29 to 28, 
the category. Hispanics increased 
bringing their representation up to 21.1 
However, fema representation declined from 18 to 16, 
representation 13.0 percent. Numerically, 
and 1 the same representing 0.8 
the , respectively. 
A 
female 
category included a 
The total 
from 129 to 136. 
decreased 76.7 percent 
Officer 
employees in this category 
Total minority representation 
76.5 percent. Caucasian 
two from 30 to 32 employees, 
Paraprofessional work 
representation increased 
representing 23.5 percent 
Blacks increased from 16 to 20 
14.7 percent Hispanics and 
, to a representation of 
ightly increased by one, 
from 46 to 47 (34 6 ) and from 6 to 7 (5.2 percent) 
respectively. · 
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Asian Americans decreased by one, from 31 to 30, 
representing 22.1 percent of the category. Female representation 
increased from 55 to 58, however their representation increased 
by only 0.1 percent. Caucasians, Hispanics, and women are 
underrepresented in this category. 
A total of 112 students were hired in the 1991 Summer 
Student Engineer Program, a 10.9 percent increase over 1990. 
Although these numbers are not reflected in the work force 
statistics, they represent a significant effort to generate a 
pool of potential candidates for permanent appointments. 
Hispanic students represented 32.1 percent of total Student 
Engineers. Women represented 33.9 percent. This category 
traditionally has the highest shifts in representation from year 
to year, due mainly to the job classifications being stepping-
stones or springboards into the Professionals category. 
Administrative Support 
The total number of employees increased from 2,655 to 
2,687 employees. All minority groups increased numerically in 
this category, except for Asian Americans. Hispanics increased 
from 661 to 694, representing 25.8 percent, but continuing to be 
the only minority group underrepresented. Blacks, Asian 
Americans, Filipinos, and women remain above parity at 29.8 
percent, 8.6 percent, 6.3 percent, and 72.1 percent, 
respectively. 
Significant appointments in 1991 included two Black and 
one Hispanic Commercial Service Supervisors, one Hispanic male to 
Clerk Typist, and one female to Senior Commercial Field 
Representative. 
~killed Craft 
The Skilled Craft category decreased by 177 employees 
from 4,321 to 4,144, with all groups, except Caucasians and 
Blacks, below parity. Asian Americans and Filipinos had 
increases in both their numerical and percentage representation. 
Asian Americans increased from 170 to 173 employees, representing 
4.2 percent of this category. Filipinos increased from 88 to 90 
employees, representing 2.2 percent of category. Blacks 
decreased by 36 employees, from 605 to 569, which caused their 
representation to decline to 13.7 percent. Hispanics 
decreased from 794 to 776 employees, although their percentage 
representation slightly increased to 18.7 percent. Women 
decreased from 44 to 38 employees, and their percentage 
representation declined from 1.0 percent 0.92 percent. 
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Significant appointments in this category included two 
Blacks, nine Hispanics, and one Asian American to Electrical 
Mechanic Trainee; one Black two Hispanic males to 
Building Repairer; and six Blacks, 19 Hispanics, Asian 
Americans, one Filipino and three women in the Electrical Craft 
Helper classification. 
~ervice Maintenance 
total number of employees decreased from 1,393 to 
1,340, a reduction of 53 employees. Blacks, Hispanics and Asian 
Americans decreased in numerical representation. Although the 
number of Blacks decreased from 420 to 411, they still remain 
above population parity at 30.7 percent. Hispanic representation 
decreased from 419 to 399 employees, representing 29.8 percent. 
Asian American and Filipino percentage representation 
remained the same at 3.4 percent and 0.9 percent, respectively; 
although Asian Americans decreased from 48 to 45 employees. 
Women increased by one, from 87 to 88 employees, now representing 
6.6 percent this category. 
There were some significant appointments in this 
category, including the appointment of one caucasian female and 
one Asian American male to Warehouse and Toolroom Worker, one 
Black male to Senior Storekeeper and two Black females to 
Storekeeper one of was a transfer/reassignment. 
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Other Areas 
Following is data provided by Divisions on positions 
which provide high visibility and recognition, employees who 
served on Management and Executive Committees, and employees 
who served as raters on selection interview panels for mid-
upper-management positions. 
Mid- and Up~er-Management Positions -
High Vis1bility and Recognition 
Class 
Principal Power Engineer 
Senior Power Engineer 
senior Waterworks Engineer 
Water Utility superintendent 
Transmission and Distribution su~erintendent 
Principal Utility Management Ass1stant 
Commercial Executive 
Principal waterworks Engineer 
Commercial Manager 
Principal Utility Accountant 
Director of Human Resources 
Senior Systems Analyst 
General Services Manager 
Senior Utility Management Assistant "A" 
senior Architect 
Steam Plant Superintendent 
Superintendent Electric Station Maintenance 
Chief Load Dispatcher 
Chief Real Estate Officer 
Utility Conservation Manager 
Information S~stems Mana9er 
Principal Civ1l Engineer1ng Drafting Technician 
Principal Public Relations Representative 
Risk Manager 
Assistant General Manager - Water 
Assistant Chief Engineer - Water 
Water Quality Laboratory Manager 
Environmental Affairs Officer 
Principal Grounds Maintenance Supervisor 
Construction and Maintenance Superintendent 
Director of Purchasing Services 
Shops Superintendent 
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Humber 
15 
15 
13 
13 
11 
10 
9 
9 
4 
4 
4 
2 
3 
7 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
Employees Serving on Management and Executive Committees 
From Divisional reports, 201 management committees were 
identified. · Out of these 201 committees, 33.8 percent (68) were 
comprised of women and/or underrepresented minorities. The 
specific breakdown is as lows: 
Sex Ethnicity Number 
M 160 
F caucasian 12 
M Hispanic 21 
F Hispanic 7 
M Black 14 
F Black 5 
M As 21 
F Asian-American 3 
M ipino 0 
F Filipino 7 
Employees who on Selection Interview Panels 
for Mid- and Upper-Management Positions 
The Department 
upper-management positions 
48.4 percent (15) included 
woman. 
31 interviews for mid- and 
in 1991. Of those interviews, 
an underrepresented minority and/or 
Sex Number 
M caucasian 44 
F Caucasian 9 
M Hispanic 4 
F Hispanic 1 
M Black 2 
F Black 0 
M Asian-American 4 
F Asian-American 1 
M Filipino 0 
F Filipino 0 
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Glass Ceiling Obstacles 
All Divisions were asked to identify possible "9lass 
ceilin9" obstacles which might prevent women and minorit1es from 
promot1ng to mid- and upper-management positions. Althou9h some 
Divisions indicated a glass ceilin9 is not present in the1r 
divisions, many dlvisions freely d1scussed obstacles which have 
hampered the promotability of women and minorities. Some of the 
obstacles identified are as follows: 
0 
0 
0 
0 
0 
0 
Many u~per level management positions are 
primar1ly in the engineering, technical and 
skilled craft occupational job categories. 
The major problems in the advancement of women 
and minorities are the extremely small numbers, 
except for Asian-Americans, in the candidate 
pools of the feeder classes. 
The Department's commitment to contracting 
out more work and decreasing the number of 
permanent staff reduces potential managerial 
promotional opportunities for employees, 
including minorities and women. 
Provisions in memoranda of understanding and 
negotiated bid plans often limit the candidate 
pool available for promotional positions and 
require assignment decisions to be based 
strictly on seniority or are heavily weighted 
toward seniority. 
Skilled Craft positions are the ladder for 
Section Manager positions. The absence of 
women in this occupational category eliminates 
them from competition for these manavement 
positions. By not having women sect1on 
managers, the number of women candidates for 
high-level management positions is also 
restricted. 
The ability of high-level Administrative Support 
emplo¥ees (i.e., Principal Clerk Utility and 
Princ1pal Clerk Stenographer) to bridge into 
the Utility Management series through the 
Management Aide class is restricted due to the 
large reduction in pay they would incur. 
There is not adequate emphasis being placed on 
specialized training that would increase upward 
mobility for the lower level Civil Service 
classes which are occupied primarily by women 
and minorities. 
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to jobs has 
women, 
:management 

,_ 
Officials and Admin. 
\ of Category 
Professionals 
\ of Category 
Technicians 
\ of Category 
Protective Service 
\ of 
Admin. 
\ of 
Skilled Craft 
of Category 
ls 
Service Maintenance 
\ of category 
TOTALS 
Population Parity 
(1990 Census) 
Total Caucasian~ Black 
Asian 
American 
153 154 104 103 12 lJ l 18 11 1 
100\ 100\ 68.0\ 66.9\ 7.8\ 8.5\ 11. 11.7\ 7.2\ 7. 
2001 206] 1112 1126 17 183 211 220 389 41 
100\ 100\ 55.6\ 54.6\ 8.9\ .9\ 10.5\ 10.7\ 19.4\ 20. 
961 954 482 472 118 118 137 140 156 154 
100\ 100\ 50.1\ 49.5\ 12.3\ 12.4\ 14. 14.7\ 16.2\ 16. 
123 29 28 69 65 22 26 1 
100\ 100\ 23 4\ 22.8\ 55.6\ 52.9\ 17 7\ 21 1\ 0.8\ 0.8\ 
129 136 30 32 16 20 46 47 Jl 30 
100\ 100\ 23.3\ 23.5\ 12 4\ 14.7\ 35.7\ J4.6\ 24.0' 22.1\ 
2655 2687 810 792 800 801 66 694 234 231 
100\ 100\ 30.5\ 29.5\ 30.2\ 29.8\ 24.9\ 25.8\ 8.8\ 8.6\ 
4321 4144 2664 2536 60S 569 794 776 170 173 
100\ 100\ 61 6\ 61.2\ 14.0\ 13.7\ 18 4\ 18.7\ 3.9\ 4.2\ 
1393 1340 494 41] 420 411 419 399 48 45 
100\ 100\ 35.5\ 35.3\ 30.1\ 30.7\ 30.1\ 29.8\ 3.4\ 3.4\ 
11731 11601 5725 5562 2212 2180 2301 2320 1040 1058 
100\ 100\ 48.8\ 47.9\ 18.9\ 18.8\ 19.6\ 20.0\ 8.9\ 9. ' 
31.3\ 13.0\ 39.9\ 6. 7\ 
9 
5.9\ 
12 
5. 
68 
1. ' 
J 
2.4\ 
6 
4. 
150 
5.6\ 
88 
.0\ 
12 
0.9\ 
448 
3.8\ 
Women 
15 18 
5.8' . 8\ 11. 
12 470 495 
5.9\ 23.5\ .0\ 
70 96 
!· 10.0\ 10.5\ 
2.4\ 14.5\ 13.0\ 
55 58 
42.6\ 42.1\ 
169 1921 1937 
6.]\ 72.3\ 72.1\ 
90 44 38 
. 2\ 1. 0\ . 921 
12 87 88 
0. 6. J\ 6.6\ 
481 2106 2750 
4.2\ 23. 23.7\ 
2.5\ 49.8\ 
*Includes statistics for American Indians (Total American Indians in Department for 1991: 59 or 0.51\). 
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, includ-
Heads, 
Executives, 
. 
Medical Director Chief 
, Utilit¥ 
Conservation Manager, Tranm1s-
Distribution Superin-
tendent, Water Utility Superin-
, Electric Plant 
Superintendent, Steam Plant 
Superintendent, Retirement Plan 
Manager, Commercial Executive, 
Assistant Director Information 
Services, Information Systems 
Manager, Environmental Affairs 
Officer Utility Public Rela-
tions , Director 
Human Resources, General Services 
Manager, Water and Power. 
Engineers through Senior 
level, middle managers, program-
mers, Utility Management Assis-
tant series, and other profes-
sional staff positions. Includes: 
Deputy Attorney, Information 
Systems Operations Manager, 
Utility Accountant series, Safety 
Engineer series, Workers Compen-
sation Analyst series, Public 
Specialist, Utility 
, Business Conserva-
tion Representative Water 
Biologist, Chemist 
series, Investment Risk 
Nurse, 
EEOC Occupational Category 
Technicians 
Occupations which require a combi-
nation of basic scientific or 
technical knowledge and manual 
skill which can be obtained 
through specialized post-secondary 
school education or throu9h 
equivalent on-the-job tra1ning. 
Includes: computer programmers, 
drafters, surveyors, licensed 
practical nurses, photographers, 
radio operators, technical illus-
trators, highway technicians, 
technicians, (medical, dental, 
electronic, physical sciences), 
~olice and fire ser9eants, 
1nspectors (product1on or 
processing inspectors, testers 
and weighers), and kindred workers 
Protective Service Worker 
Occupations in which workers are 
entrusted with public safety, 
security and protection from 
destructive forces. Includes: 
police patrol officers, fire 
fi9hters, guards, deputy sheriffs, 
ba1liffs, correctional officers, 
detectives, marshals, harbor 
patrol icers, game and fish 
wardens, park rangers (except 
maintenance), and kindred workers. 
Paraprofessionals 
Occupations in which workers per-
form some of the duties of a pro-
fessional or technician in a sup-
portive role, which usually 
require less formal trainin9 and/ 
or experience normally re9u1red 
for professional or techn1cal 
status. Such positions may fall 
within an identified pattern of 
staff development and promotion 
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Classifications 
or Job Series 
Processin~ Technician 
Drafting Techn1cian series, 
Load Dispatcher, Electric Service 
Representative, Laboratory 
Technician and the Surveyor series. 
Includes: EDP Programmer, Display 
Worker, Claims Representative 
series, Photographer series, 
Communications Technician, Electric 
Trouble Dispatcher series, Electric 
Station Operator, Load Dispatcher 
series, Office Engineering Tech-
nician series, Engineering Designer, 
Hydrographer, and Materials Testing 
Technician. 
All Security Officer classifica-
tions. 
Administrative and Management 
Aide, Accounting Aide, Adminis-
trative Intern, Student Engineer, 
Real Estate Trainee, Drafting 
Aide, and EDP Trainee. 
are 
and 
, recording 
and/or 
paperwork 
Includes: 
~~~•·e, machine 
operators, 
workers, 
, clerk 
, court 
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All clerical 
positions, commercial service 
positions, Reader, data 
entry positions, Computer 
Operator series, and truck 
equipment and automotive dis-
patcher. Includes; senior 
Teller, Commercial Manager, 
Communications Operator, 
Computer Operators Duplicating 
Machine Operator, Service 
representative, Re~rographics 
Operator, Cash1er Water 
and Power. 
All worker classi-
fications, journey-level posi-
tions, mechanics classifications, 
generating operator series, 
electrical worker classifications 
and line maintenance classifica-
tions. Includes: Tower Line 
Mechanics, Construction and 
Maintenance Superintendent, Tree 
Surgeon, Buildin~ Repairer classi-
fication, Locksm1th, Office Machine 
Repairer classifications, Appren-
tice classifications, Equipment 
Operator Machinist, Electric 
Meter , Water Treatment 
series. 
EEOC occupational Category 
service Maintenance Workers 
Occupations in which workers per-
form duties which result in or con-
tribute to the comfort, convenience, 
hygiene or safety of the general 
public or which contribute to the 
upkeep and care of buildings, 
facilities or grounds of public 
property. Workers in this group 
may operate machinery. Includes: 
chauffeurs, laundry and dry 
cleaning operatives, truck 
drivers, bus drivers, garage 
laborers, custodial employees, 
gardeners and groundkeepers, 
refuse collectors, construction 
laborers, park rangers (mainte-
nance), farm workers (except 
managers), craft apprentices/ 
trainees, helpers, and kindred 
workers. 
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Predominant DWP 
Classifications 
or Job Series 
Construction Helper classes, 
Laborer, Truck Operator, CUstodian, 
Gardener, storekee~er, and Ware-
house Worker class1fications. 
Includes: Bindery Worker, Occu-
pational Trainee, Delivery Driver, 
Storekeeper, Maintenance Laborer, 
Protective Coating Worker, Garage 
Attendant and Aqueduct and 
Reservoir Keeper. 
I. 
A 
49.8 
increased from 
5.3 6 
2.5 
category, 
Hispanic 
same. 
rate increase 
decreased 
1n.,.-r,_,,,....,,r) • Overall, 
53.9 percent, 
in 
to 
Caucasian 
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of 
women from 51.0 to 
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, Asian-American from 
1.5 to 
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by one, and 
increased one 
remained the same. 
remained the 
personnel 
for this 
A. Overview (cont'd) 
In the Administrative support category ( decreased 
by 14), Black representation decreased by three and 
women (87.8 percent of the total personnel in this 
category) by ten. 
In the Skilled Craft category (which decreased by 50), 
all groups declined in absolute numbers but percentages 
remained almost identical. Black representation 
decreased by 11, Hispanic by 14, and women by one. 
Total personnel in the Service/Maintenance category 
decreased by 39, affecting all groups. Among 
underrepresented groups Blacks decreased by 7, Hispanics 
by 11, and women by one. However, percentages for all 
groups remained virtually identical. 
overall, there were reductions in System totals for 
almost all groups due to the hiring freeze and the 
continuation of a downward trend of previous years: 
Caucasians- 48, Black- 27, Hispanic- 23, 
Asian-American - 8, women - 19, Filipino representation 
did not change. However, System percentages again 
remained virtually identical despite the reduction in 
personnel levels. 
B. Review of Goals, Programs and Problems 
1. Goals 
a. Increase the percentage representation of 
Hispanics to reflect a work force nearer to the 
population parity figure. 
This goal was not achieved. Percentage 
representation remained the same. 
b. Increase the representation of underrepresented 
minorities and/or women in the Professionals 
category. 
Underrepresented minorities (Blacks in this 
case) increased by one. Percentage changes in 
any direction were extremely small. 
2. Programs 
The Professional Recruitment and outreach Office 
of the Human Resources Division conducted a 
College Relations Program in which staff and 
Department personnel coordinated and 
participated in 55 activities sponsored by 
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2. ( I d) 
The DWP 
Human Resources 
three-hour " 
or women s at 
Civil 
composed 
by 
scholarships to 
recipients for 
represented 6.82 percent 
hires. Minority 
the 
Women 
conducted 35 
Awareness" 
programs for 680 employees 
and division-requested 
on a Department-wide 
various j 
reach out 
disabled. 
the NAACP Career 
Anniversary 
Expo, and the 
Forum". 
with 
participated in 
intended to 
, women the 
attended included 
~~~~~, the Urban League's 
, the VISIONS 
"Young Latina 
employed by the 
Youth 
clerk 
All 
one 
Two of 
traditionally 
2. Programs (cont'd) 
Purchas 
staff, including journey-
buying staff more frequently 
employees with experience in 
procurement sections as a means to assist them 
in achieving higher examination scores the 
promotional levels. 
Water Engineering participated 
in the Engineering Program in 
association with Human Resources Division 
personnel. Employees attended campus career 
days and conducted screening interviews at local 
colleges and universities to seek potential 
candidates for employment with the Department, 
while focusing on Affirmative Action goals. 
General Services Division has five §killed Craft 
Apprenticeship Programs in place (Electrical 
Repairer, Machinist, Metal Trades, Automotive 
Trades, and Electric Mechanic}. These programs, 
upon completion, lead to careers in 13 Skilled 
Craft job series. 
Throughout the year, the Aqueduct Division 
employed local high-school students in a Student 
Trainee Worker Program. These part-time 
employees received on-the-job clerical skills 
training. Eleven female students were selected 
to participate in the 1991 program 
3. Problems 
The representation of women was well below 
parity in every category except Administrative 
Support; however, this underrepresention was 
particularly evident in the Skilled Craft and 
Service/Maintenance levels. Although programs 
are in place to recruit and promote women for 
these jobs, success women to jobs 
in these categories (where the entry-level pay 
equals that of clerk-typist and the work is 
often dirty and/or physically demanding), is 
measured in small increases 
The hiring freeze has to a 
elimination of recruitment 
Service eli9ible lists on 
increasing presence of unaerre~~rE!SE~n 
and/or female candidates. 
7C 
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II. 
3. 
A. Overview 
Due to 
freeze, the 
( 
Most Divisions do 
during 1992. 
Expected 
indicated 
B. Goals and Programs 
1. Goals 
a. Increase 
Hispanics 
population 
d 
1 
Valley and 
hiring 
low. 
to staff 
Scores and 
training 
of minorities 
the under-
In addition, the 
employ minority 
number of 
will be filled are 
Reports. 
of 
the 
b. Increase representation underrepresented 
2. 
minorities and/or in the Professionals 
. 
. 
classes goal 
outlined the Division's 
Participation the Women and Minority 
Engineerin~ Scholarship Program. 
Programs. 
recruitment 
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2. Programs (cont'd) 
III. Other Areas 
Use of bridge classes. 
Use of High School Seasonal Worker 
Summer Youth Employment Programs. 
Use of emergency, limited, and 
and 
appointments to provide training opportunities 
for minorities and females, and identify 
opportunities to increase female representation 
in nontraditional occupations. 
The Multipurpose Training Program for new 
Maintenance and Construction Helpers and Water 
Utility Workers, and Water Utility Operator 
Trainees. 
System-wide employee and management development 
programs. 
Providing training on sexual harassment. 
Making reasonable accommodations for disabled 
employees. 
Emphasis on training for all levels of Water 
System employees. 
The Wellness Program offering classes and health 
screenings which deal with issues known to 
adversely impact women, the disabled and certain 
minority groups. 
Support for ongoing and newly established Total 
Quality Management Programs in the System's 
Divisions for managing and empowering employees. 
A. Middle- and Upper-Management Positions Which Provide 
High Visibility 
The ethnicity and gender of personnel who serve on 
management and executive committees and as raters on 
selection interview panels for higher level positions 
reflect the ethnic and gender makeup of the Officials 
and Administrators and Professionals categories. With 
the exception of th~ administrative series in 
divisions such as Human , where female 
representation is nearly at parity, minorities women 
have been historically underrepresented 
categories. However, the increasing of 
minorities and women in the feeder 
' 7 2 
A. Middle- and Upper-Management Positions Wbich Provide 
High Visibilitx ( 'd) 
categories have begun to raise the probability of 
promotion women and minorities, given the extended 
length of time between promotional examinations (three 
years and longer some cases), to middle- and upper-
management provide visibility. · 
Class 
Ass Manager-Water 
Assistant 
Principal Waterworks Engineer 
General 
Director Purchasing Services 
Senior Waterworks 
Senior Power 
Principal lity Assistant 
Shops Superintendent 
Utility Management Assistant "A" 
Water Utility Superintendent 
construct and Maintenance Superintendent 
Principal Grounds Maintenance Supervisor 
Environmental Affairs Officer 
Water Quality 
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Number 
of 
Positions 
1 
1 
9 
3 
4 
1 
13 
1 
4 
1 
6 
13 
1 
1 
1 
1 
B. EmPloyees Serving on Management and Executive Committees 
Gender Ethnicity 
Male caucasian 36 
Female Caucas 2 
Male Black 6 
Female Black 2 
Male Hispanic 11 
Female Hispanic 4 
Male Asian American 5 
Female Asian American 3 
Male Filipino 0 
Female Filipino 2 
c. Employees Who Served as Raters on Selection Interview 
Panels for Mid- and Upper-Management Positions 
D. 
Gender Ethnicity Number 
Male Caucasian 8 
Female Caucasian 2 
Male Black 0 
Female Black 0 
Male Hispanic 1 
Female Hispanic 0 
Male Asian American 1 
Female Asian American 0 
Male Filipino 0 
Female Filipino 0 
Glass Ceiling 
This concept refers to situations where women or other 
minorities are employed and receive promotions to 
mid-level positions, but often do not rise beyond that 
level. However, in the Water and Department Services 
System, in those areas {i.e., the Administrative Series) 
which have not been traditionally male and Caucasian 
(such as engineering) or just male (Service/Maintenance 
and Skilled craft categories), women have risen to 
higher-level management positions. The Human Resources 
Division is a prime example of this (see Division 
report). 
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D. Glass Ceiling (Cont'd) 
Prospects for change in this area are similar to those 
in the "visibility" area. Recruitment of women and 
minorities in engineering has been sharply accelerated 
in recent years, and the ttnew hires" are in line for 
promotion in the coming years. The System's AA/EEO 
programs have been successful in increasing the 
representation of women and minority engineers to mid-
level positions. The "glass ceiling" in engineering 
should be shattered in future years, though the process 
may be a relatively slow one. 
IV. Tables 
A. Table 1 -
January 1, 
Force Comparisons, January 1, 1991 and 
2 
B. Table 2 - Personnel Transactions, January 1, 1991 
through December 31, 1991 
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" 
" 
Total 
~tegory l/91 1/92 
Officials and Admin. 33 34 
\ of Category 100\ 100\ 
Professionals 505 511 
\ of Category 100\ 100\ 
Technicians 159 159 
\ of Category 100\ 100\ 
Protective Service 124 123 
\ of Category 100\ 100\ 
Paraprofessionals 44 29 
\ of category 100\ 100\ 
Administrative Support 472 458 
\ of Category 100\ 100\ 
Skilled Craft 1453 1403 
\ of Category 100\ 100\ 
Service/Maintenance 941 902 
\ of Category 100\ 100\ 
System Totals 3731 3625 
\ of Work Force 100\ 100% 
Population Parity 
-- --
(1990 Census) 
TABLE 1 
WATER AND DEPARTMENT SERVICES SYSTEM 
WORK FORCE COMPARISONS 
January 1, 1991 and January 1, 1992 
Caucasian* Black 
1/91___1L~ 1191_lill 
21 23 7 6 5 5 
63.6\ 67.6\ 21.2\ 17.6\ 15.2\ 14.7\ 
309 315 so 51 63 63 
61.2\ 60.9\ 9.9\ 9.9\ 12. s' 12. :a 
so 79 12 12 14 15 
50.3\ 49.7\ 7.5\ 7.5\ 8.8\ 9.4\ 
29 28 69 65 22 26 
23.4\ 22.8\ 55.6\ 52.8\ 17.7\ 21.1\ 
11 8 6 4 16 13 
25.0\ 27.6\ 13.6\ 13.8\ 36.4\ 44.8\ 
131 126 124 121 131 131 
27.8\ 27.5\ 26.3' 26.4\ 27.8\ 28.6\ 
766 738 252 241 342 328 
52." 52.6\ 17.3\ 17.1\ 23.5\ 23.4\ 
.372 354 275 268 239 228 
39.5\ 39.2\ 29.21> 29.7\ 25.4\ 25.2\ 
1719 1671 795 768 832 809 
46.1\ 46.1\ 21.3\ 21.2\ 22.:3\ 22.3\ 
37.3\ 13.0\ 39.9\ 
*Includes statistics for American Indians. 
Asian 
American Filipino Women 
1L91 __ J,j_92 
0 0 0 0 1 2 
-- -- -- --
3.0\ 5.9\ 
66 71 17 17 131 137 
13.1\ 13.7\ 3.4\ J.J\ 27.1\ 26.5\ 
33 32 20 21 18 18 
20.8\ 20 1\ 12.6\ 13.2\ 11.3\ 11 •. :3\ 
1 1 3 3 18 16 
-- --
2 4\ 2 4\ 14.5\ 13.0\ 
9 3 2 1 18 12 
20.5\ 10.3\ 4.5\ J.U 40.9\ 41.4\ 
61 55 25 25 412 402 
12.9\ 12.0\ 5.3\ 5.5\ 81.3\ 87.8\ 
67 70 26 26 1 6 
4.6\ 5.0\ 1.8\ 1.9\ 0.5\ o.u 
45 42 10 10 54 53 
4.8\ 4.6\ .0\ 1.1\ s.n 5.8\ 
282 274 103 103 665 646 
7.5\ 7.5\ 2." 2.8\ 17.8\ 11.8\ 
6.7\ 2.5\ 49.8\ 
TABLE 2 
WATER AND DEPARTMENT SERVICES SYSTEM 
PERSONNEL TRANSActiONS~ 
January 1, 1991 through December 31, 1991 
egular Appointments (from Civil Service lists) 
Category 
'fficials and Administrators 
·rofeasionals 
'echnicians 
•rotective Service 
•araprofessionals 
•dministrative Support 
ikilled Craft 
iervice/Maintenance 
;ystem Totals 
Total 
2 
80 
11 
13 
4 
27 
54 
30 
221 
100\ 
~ransfers and Reassignments <through bids) 
Category 
>fficials and Administrators 
?rofessionals 
rechnic ians 
?rotective Service 
?araprofessionals 
~dministrative Support 
Skilled Craft 
Service/Maintenance 
System Totals 
Total 
3 
53 
7 
1 
4 
43 
72 
47 
230 
100\ 
cauc.** 
2 
54 
3 
0 
5 
30 
17 
113 
51.1\ 
Cauc.** 
3 
29 
3 
0 
3 
14 
37 
27 
116 
50.4\ 
Blk. 
0 
8 
0 
1 
1 
10 
8 
4 
38 
17.2\ 
Blk. 
0 
2 
0 
0 
0 
7 
10 
10 
29 
12." 
* Includes only transactions ~ and within the System. 
** Includes statistics for American Indians. 
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Hisp. 
0 
6 
2 
3 
1 
s 
12 
9 
38 
17.2\ 
Hisp. 
0 
6 
0 
1 
1 
16 
21 
10 
55 
23.9\ 
A/A 
0 
ll 
5 
0 
1 
4 
4 
0 
25 
11.3\ 
A/A 
0 
16 
1 
0 
0 
3 
3 
0 
23 
10.0\ 
ru. 
0 
1 
2 
0 
1 
3 
0 
0 
7 
3.2\ 
Fil. 
0 
0 
3 
0 
0 
3 
l 
0 
1 
3.0\ 
Women 
0 
21 
1 
2 
2 
24 
1 
2 
53 
23.9\ 
Women 
0 
21 
1 
0 
0 
36 
0 
2 
60 
26.1\ 
TABLE 2 - Continued 
WATER AND DEPARTMENT SERVICIS SYSTEM 
EIB~Q~L TRAN~a~~Q!~* 
January 1, 1991 through December 
~me[g~n~~~ L~itld And Ei[t-time*** A~no~ntm~n~s**** 
~lti&IQ[~ :1:!2ti~ ~~Y~s** lUis 
Offici.alB and Adminiatrators 0 0 0 
Professionals 7 2 2 
Technicians 0 0 0 
Protective Service 7 1 3 
Paraprofessionals 69(25) 30(15) 8(2) 
Administrative Support 98(79) 39(36) 19(16) 
Skilled Craft 1 6 0 
Service/Maintenance 6 3 3 
System Totals 194(104) 81(51) 35(18) 
100\ •U.S\ 18.0\ 
* Includes only transactions 1nt2 and within the system. 
** Includes statistics for American Indians. 
31, 1991 
IU.IU2· 
0 
0 
0 
3 
25(8) 
29(25) 
l 
0 
58(33) 
29.9\ 
** Part-time employees shown in parentheses following totals. 
AlA lU. 
0 0 
0 3 
0 0 
0 0 
5 1 
9(2) 2 
0 0 
0 0 
14(2) 6 
7.2\ 3.1\ 
~••• Does not include short-term appointments i.e., 1-5 days and vacation relief. 
79 
i!Qmlll 
0 
4 
0 
0 
21(10) 
0 
0 
0 
25(10) 
12.9\ 

WATER EXECUTIVE OFFICE 
1991 AFFIRMATIVE ACTION PROGRESS REPORT 
I. Calendar Year 1991 
A. overview 
A reorganization of the Water Executive Office was 
initiated during the year with increased emphasis on 
water conservation and reclamation. Significant among 
the changes was the increase the Professionals 
category which raised Asian-American representation 
from 12.5 to 19.4 percent. 
Overall there was a in representation in the 
following areas: Caucasians make up 50.0 percent of the 
staff; Black representation declined to 11.2 percent 
and Hispanics declined to 19.4 percent, and there is no 
Filipino representation. While Water Executive Office 
had a small staff of approximately 36 employees, 
44.4 percent were female. 
B. Review of Goals, Programs and Problems 
1. Goals 
a. Hire two underrepresented and/or females as 
Civil Engineering Associates. 
This goal was partially met. One female 
Asian-American Civil Engineering 
Associate was reassigned to the staff. 
b. Hire three underrepresented and/or female 
Civil Engineering Assistants. 
This goal was partly fulfilled; two 
female Hispanic Civil Engineering 
Assistants were reassigned to the staff. 
c. Hire seven underrepresented and/or female 
Student Engineers. 
2. Programs 
This goal was not met. Only one student 
Engineer was hired during the year due 
to financial constraints. 
Employees in ·the Officials and Administrators, 
Professionals, Paraprofessionals and 
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Administrative Sypport categories participated in 
a variety of training classes, including 
management development, administrative 
development, and professional development, as well 
as programs and seminars designed to enhance job 
performance. Several employees were involved in 
cross-training to maintain and support 
productivity, while gaining experience to increase 
their promotional opportunities. 
II. Calendar Year ·1992 
A. Overview 
Due to the current financial constraints, and as a 
result of the hiring freeze implemented in the Water 
system in April 1991, it is expected this will impact 
on Water Executive's ability to hire and fill positions 
in 1992. However, when vacancies occur, they will be 
filled either through reassignment, transfer or from 
eligible lists with Affirmative Action goals in mind. 
B. Goals and Programs 
1. Goals 
The total number of positions to be filled cannot 
be determined. 
2. Programs 
The Water Executive Office will continue to review 
and incorporate programs which will achieve its 
goals, including the following: 
Supervisors' assessment of training needs of 
subordinate employees to update and schedule 
attendance at available training programs, and 
maintain a completed record in the Employee 
Training Information System (ETIS). 
A representative participates on the Collaborative 
Training Task Force to coordinate the development 
of training classes and programs to meet the needs 
of the Water Executive Office. 
water Executive Office will pursue a Total Quality 
Management approach to managing and empowering 
employees, and enlist the help of other Water 
system Divisions to accomplish this objective. 
The Student Engineer Program 11 continue to be 
utilized to introduce women and minorities to the 
Department. 
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III. 
A. 
Assistant 
Engineer 
Management 
lity Management 
Senior ity Management 
Assistant 
Senior 
Assistant 
"A" 
Management 
Management 
Utility Management 
Assistant "A", 
as 
administrative control 
through Executive committee 
of Water System 
Plan 
Council Meetings 
Hearings 
Fernando 
Basin as 
on 
activities on 
Trans Task Force for 
Reorganization of Water 
System and Department 
Services 
Integrated 
Budget Information System 
Conduct and facilitate Focus 
Group Meetings 
Develop and coordinate review 
of Department-wide policies 
and programs 
B. EmPlovees on Management and Executive Committees: 
Class Titles 
l. 
2. 
3. 
4. 
Executive Committee 
Assistant General Manager - Water 
Assistant Chief Engineer -
Administrative Manuals Committee 
Senior Utility Management Assistant 
Suggestion Plan 
Senior Waterworks Engineer 
Secretarial Procedures Committee 
Principal Clerk Stenographer 
M caucasian 
M Caucasian 
M 
M 
F American 
5. Integrated Budget Information System Committee 
Principal Utility Mqmt. Asst. M Hispanic 
6. Conservation Coordinating Committee 
Senior Waterworks Engineer M caucasian 
7. Mayor's Blue Ribbon Committee on Water 
Senior Waterworks Engineer M 
Principal Utility Management Assistant M 
Senior Utility Management Assistant "A" M 
Senior Utility Management Assistant "A" M 
a. Management Development Committee 
caucasian 
Hispanic 
Black 
caucasian 
Principal Utility Management Assistant M Hispanic 
c. Raters on Selection Interview Panels: 
No selection interview panels and 
management positions during l99lo 
D. Glass Ceiling Impact 
Monthly meetings are held which 
encouraged to participate and discuss 
through their work or special n"~c"~ 
opportunities, in addition to fostering 
communication, help to remove constraints 
limit or set boundaries and hamper 
are 
interest 
These 
to 
development. Also, to build ••esprit corps", 
employees are recognized as participants and are 
access to place topics on the table for 
significant percentage of staff 
minorities - 50 percent, and women 
This workforce has the potential 
responsibilities when the occasion 
arises, based on their level 
84 
by 
- 44 4 percent. 
assuming greater 
and 
IV. Tables and Graphs 
A. Table 1 - Work Force 
1, 1992. 
Transactions, 
31, 1991. 
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1, 1991 and 
1, 1991 

Total 
cateaorY 1/91 1/9~ 
Officials and Admin. 2 l 
\ of Category 100, 100\ 
Professionals 14 25 
\ of Category 100\ 100\ 
Technicians 0 0 
\ of category 
Protective Service 0 0 
\ of Category 
Paraprofessionals 1 1 
\ of cateqory 100\ 100\ 
Administrative Support 1 7 
\ of Category 100\ 100\ 
Skilled Craft 0 0 
\ of Category 
Service/Maintenance 0 0 
\ of category 
Diviaion Totals 24 36 
\ of Work Force 100\ 100\ 
Population Parity 
-- --(1990 Census) 
TABLE 1 
WATER EXECUTIVE OFFICE 
WORK FORCE COMPARISONS 
January 1, 1991 and January 1, 1992 
Caucasian* Black Hhpanic 
U~U ___ llll 1/91_1192 
2 3 0 0 0 0 
100\ 100\ 
8 14 2 2 3 s 
57.1\ 56\ 14.3\ 8\ 21.4\ 20\ 
0 0 0 0 0 0 
0 0 0 0 0 0 
0 0 0 0 0 1 
-- -- -- -- --
100\ 
0 1 2 2 2 1 
--
14.3\ 28.6\ 28.6\ 28.6\ 14.3\ 
0 0 0 0 0 0 
0 0 0 0 0 0 
10 18 4 4 s 7 
41.7\ SO\ 16." 11.2\ 20.8\ 19.4\ 
37.3\ 13.0\ 39.9\ 
*Includes statistics for American Indians. 
Asian 
American FiU.p!no Women 
1/91 __l_L9_2 1/91 ·- 1/92 1/91_U92 
0 0 0 0 0 0 
0 4 1 0 4 8 
--
16\ 7.2\ 
--
28.6\ 32\ 
0 0 0 0 0 0 
0 0 0 0 0 0 
0 0 1 0 1 
-- --
100\ 
-- --
100\ 
3 l 0 0 1 
42.8\ 42.9\ 
--
100\ 100\ 
0 0 0 0 0 0 
0 0 0 0 0 0 
3 1 2 0 11 16 
12.5\ 19.4\ 8.3\ 
--
45.8\ 44.4\ 
6.7\ 2.5\ 49.8\ 
TABLE 2 
WATER EXECUTIVE OFFICE 
P!RSOHNEL tRANSActiONS* 
January 1, 1991 through December 31, 1991 
Begular Appointments !from Civil Seryice liste> 
category 
Officials and Administrators 
Professionals 
Technicians 
Protective Service 
Paraprofessionals 
Administrative Support 
Skilled Craft 
Service/Maintenance 
Division Totals 
Total 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
--ansfers and Reassignments (through bids) 
Category 
Officials and Administrators 
Professionals 
Technicians 
Protective Service 
Paraprofessionals 
Administrative Support 
Skilled Craft 
Service/Maintenance 
Division Totals 
Total 
1 
12 
0 
0 
0 
1 
0 
0 
14 
100\ 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
Caue.** 
1 
5 
0 
0 
0 
1 
0 
0 
7 
50.0\ 
Blk. 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
BUt. 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
* Includes only transactions into and within the division. 
** Includes statistics for American Indians. 
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Hilp. 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
Hbp. 
0 
3 
0 
0 
0 
0 
0 
3 
21.4\ 
A/A 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
A/A 
0 
4 
0 
0 
0 
0 
0 
0 
4 
28.615 
ru. 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
Fil. 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
Women 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0 
Women 
0 
6 
0 
0 
0 
1 
0 
0 
7 
TABLE 2 - Continued 
WATER EXECUTI'IE OFFICE 
fERSONNEL TRANSACTIONS* 
1 1991 December :n, 1991 
"'* 
Category Iota.l Cauc.** BUt. Hisp. 
Officials and Administrators 
Professionals 
Technicians 
Protective Service 
Paraprofessionals 
Administrative Support 
Skilled Craft 
Division Totals 
Includes only transactions 
Includes statistics for 
Part-time shown in 
0 
0 
0 
0 
1(1) 
0 
0 
0 
1(1) 
100\ 
0 0 0 
0 0 0 
0 0 0 
0 0 0 
0 0 l(l) 
0 0 0 
0 0 0 
0 0 0 
0 0 l(l) 
0 0 100\ 
following totals. 
A/A Fil. 
0 0 
0 0 
0 0 
0 0 
0 0 
0 0 
0 0 
0 0 
0 0 
0 0 
Does not short-term g~·~•u , i.e., 1-5 and vacation relief. 
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Women 
0 
0 
0 
0 
1(1) 
0 
0 
0 
1(1) 
100\ 

.1991 AFFIRMATIVE ACTION PROGRESS REPORT 
I. Calendar Year 1991 
A Overview 
The Division exceeded initial expectation of filling permanent position 
vacancies during the calendar year by placing 26 employees. 
Three of the 26 appointments, or 11.5 percent, were female, including two 
Professional one female Administrative Support. 
Calendar year 1991 was the third year of the Divisional Plan which 
includes Skilled Craft and Service&1aintenance categories. Two permanent 
positions were filled through the bid plan. 
Three Whole Scores not a means of impact on the 
Division's personnel composition. basis for this is availability of the 
candidate pool (see success based upon the seJ1ectBon 
process. 
B. Review of Goals1 Programs, and ProbJems 
1. Goals 
a. The goa] to two from underrepresented groups the 
Professionals category was doubled. the hired, two 
were women including one Real Estate Officer and one 
Real Estate The remaining two included one Hispanic 
Civil Engineering Assistant and one Asian-American Principal 
Utility Management Assistant. 
b. The Division was not successful in hiring one from an 
underrepresented in the Paraprofessionals category. 
c. Hiring a .............. Commercial Field Representative met 
the Divi~ion's goal in Administrative Support category. 
d. The Division was unsuccessful in filling a position in the Skined 
Craft job category from among Blacks, Hispanics, and Asians. 
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e. Partial success was achieved for the goal of two from an 
underrepresented group in Service/Maintenance as one 
Hispanic was placed. 
2. Programs 
a. The Aqueduct Division continues to use 
and exempt appointments as a means of on-the-job training and 
providing an orientation to work with the Department. 
b. Skills enhancement training was based upon organizational and 
individual development needs. In the Administrative Support 
category, cross-training was the main road taken, along with 
selected in-house classes, toward meeting those needs. While 
not training per se, employees in the Division attended various 
product demonstrations and vendor fairs as a means of gaining 
information and knowledge to effect the organization's 
efficiency and effectiveness. 
c. Through the 1991 Summer Student Engineer Program, the 
Division was able to orient six future engineers to the quality of 
worklife at the Department. Of the six, one was Hispanic and 
two were women. 
d. The Division's Summer Student Worker Program involving the 
local high schools in the Antelope Valley and Owens Valley 
areas provides the opportunity to orient young adults to 
Service/Maintenance and Skilled Craft employment 
opportunities with the Department. Eighteen high-school 
students, including two Hispanics, participated in the 
1991 program. 
e. Throughout the year, the Division employed local 
students in a Student Trainee Worker Program. These part-
time employees received on-the-job clerical skills training. 
Eleven female students were selected to participate in the 
1991 program. 
f. By participating in the Youth Services Academy Program, the 
Division was able to place one high~school student on 
administrative staff. Through this program, the student 
enhances existing skills and also acquires new skills by working 
with a n:tentor. The Division benefited by receiving high-quality 
work from a part~time employee. 
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g. The Division continues to provide notice in the Owens 
Valley Antelope Valley areas regarding the administration 
of entry-level Civil Service examinations means of local area 
news media. 
Problems 
a. The Aqueduct Division continues to experience difficulties in 
improving work force composition. This is primarily due to 
nearly 80 percent of the Division's employees living and 
working in the Owens Valley and areas proximate to Mojave. 
The minority populations in these areas are relatively small and 
turnover is considerably low. Additionally, interest from 
potential candidates to relocate to the Owens Valley and 
Mojave areas is somewhat low. 
II. Calendar Year 1992 
A Overview 
The Aqueduct Division fully anticipates that the number of vacancies 
expected to be filled be impacted. The situation is due to the hiring 
freeze implemented within the Water System in 1991 as a means of partially 
dealing with the financial situation. The hiring freeze will continue into and 
throughout 1992. Given situation, the Aqueduct Division estimates ten 
vacancies in permanent positions during 1992. The number of anticipated 
vacancies for each occupational and the selection mechanism 
which they are expected to be fllled are as follows: 
OCCUPATIONAL CATEGORY 
Professionals 
Paraprofessionals 
Administrative Support 
Service/Maintenance 
POSITIONS 
BE FILLED 
93 
2 
1 
2 
...1.. 
10 
SELECfiON 
MECHANISM 
1 Ust, 1 Bid 
Ust 
1 Ust, 1 Bid 
2Ust, 3 Bid 
B. Goals and Programs 
1. Goals 
a. Hire one from an underrepresented group in the Professionals 
category. 
b. Hire two from underrepresented groups the Administrative 
Support category. 
c. Hire two in the Service/Maintenance category from 
underrepresented groups. 
2. Programs 
a. The Aqueduct Division will continue with its most effective 
program of using emergency, limited, part-time, and exempt 
appointments as a means of providing on-the-job training and 
as an orientation to work with the Department. 
b. The Division will continue its affiliations with the Mojave High 
School Business Education Advisory Committee and the Owens 
Valley Regional Occupational Program. The Division will also 
continue to provide public notice in the Owens Valley and 
Antelope Valley areas regarding administration of entry-level 
Civil Service examinations. 
c. The Division will focus on bridge classes in order to provide 
women and minorities with the opportunity for advancement to 
professiona] positions. 
d. Selected skills enhancement/employee development training 
will continue. 
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III. Other Areas 
1. 
B. 
Principal Waterworks Engineer 
Principal Waterworks Engineer 
Senior Waterworks Engineer 
development of the 
the Water System and 
Department Services. 
of TOM 
Committee to recommendation 
and plan for implementation of TOM 
Department-wide. 
Member of Angeles Standing 
....,,_,,,u ......... , .... for completing Historic 
lnyo/Los Angeles Agreement. 
employees that are members 
Committees. 
Class Tides Ethnicity 
Total Quality Management (TOM) Committee 
Principal Waterworks Engineer M Caucasian 
2. Joint Safety Committee 
3. 
4. 
5. 
6. 
7. 
Senior Waterworks "-'U,i!'J ... ..,.n 
Safety Steering Committee 
Senior Waterworks Engineer 
Hazardous Substance Management 
Steering Committee 
Principal Waterworks Engineer 
Driving Rules Committee 
Senior Waterworks Engineer 
Salvage Sales Committee 
Senior Waterworks Engineer 
Fleet Management Advisory Committee 
Senior Waterworks Engineer 
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M Asian 
M Caucasian 
Asian 
M Asian 
M Asian 
C. Employees of the Division did not serve as raters for mid- and upper~ 
management positions during the year. 
D. While not a *'glass ceiling", one factor to be considered is the current 
classification levels of the Division's women and minorities. As an example, 
aU of our women and minorities in the engineering series are at the 
E. 
Caucasian 
Black 
Hispanic 
Civil Assistant level. There will be, due to experience requirements for 
advancement, considerable time prior to becoming eligible for mid- and 
upper-management positions. In addition, while various forms of training and 
employee development exists, individuals must still place relatively high on 
promotional lists for advancement consideration due to the large number of 
employees who take these examinations. 
The following table indicates how the Aqueduct Division's work force 
composition compares to the counties of Los Angeles, Inyo, and Kern: 
Agueduct 1/92 Los An~eles In~o Kern 
88.7 37.3 94.0 69.7 
1.8 13.0 0.2 5.2 
7.4 39.9 5.8 21.1 
Asian-American 1.4 6.7 0 
4.0* 
Filipino .7 2.5 0 
Women 16.3 49.8 50.9 50.2 
• Other 
96 
TABLEt 
AQUEDUCT DIVISION 
WORK FORCE COMPARISONS 
January 1, 1991 and January 1, 1992 
Total Caucasian• Black Hispanic . Asian Amer. Filipino Women 
1121 1m 1m 1m 1m 1m 1m Wt 1m 1m 
Officials & Admin. 3 2 3 2 0 0 0 0 0 0 0 0 0 0 
% of Category 100 100 100 100 
Professionals 40 44 28 34 0 0 6 6 5 3 1 8 7 
of Category 100 100 70.0 77.3 
-
15.0 6.8 2.5 20.0 15.9 
Technicians 22 21 20 19 0 0 2 2 0 0 0 0 0 0 
% of Category 100 100 90.9 90.5 - -
Protective Srvc. 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
of Category 
0 Paraprofessionals 1 0 0 0 0 0 1 0 0 0 0 0 0 
of Category 100 
- - -
~ 
-
100 
Support 37 2 2 8 6 2 1 0 t 
Category tOO 100 5.3 21.0 5.3 -
0 0 2 l 0 0 0 0 0 0 
100 98.8 "( ... t 2 ~ -
93 3 3 4 il 0 0 0 0 5 4 
tOO 100 90.3 
5 5 1 4 t 2 
WorkForce 100 100 87.3 88.7 1.8 0.4 
Parity -- 39.9 
Census) 
"' Includes statistics for American Indians 
TABLE2 
AQUEDUCf DMSION 
PERSONNEL TRANSACTIONS* 
January 1, 1991 through December 31, 1991 
Regular Appointments (from Civil Service lists) 
.. 
Categoa Total Cauc."'* Blk. Hisp. AlA Fil. Women 
Officials and Administrators 0 0 0 0 0 0 0 
Professionals 11 9 0 1 1 0 2 
Technicians 0 0 0 0 0 0 0 
Protective Service 0 0 0 0 0 0 0 
Paraprofessionals 0 0 0 0 0 0 0 
Administrative Support 1 0 0 0 0 1 1 
Skilled Craft 1 1 0 0 0 0 0 
ServicelMaintenance 2 1 0 1 0 0 0 
Division Totals 15 11 0 2 1 1 3 
100% 73.3% 0.0% 13.3% 6.7% 6.7% 20.00% 
Transfers and Reassimments (through bids) 
Categoa Total Cauc.** Blk. Hisp. NA Fil. Women 
Officials and Administrators 0 0 0 0 0 0 0 
Professionals 2 2 0 0 0 0 0 
Technicians 0 0 0 0 0 0 0 
Protective Service 0 0 0 0 0 0 0 
Paraprofessionals 0 0 0 0 0 0 0 
Administrative Support 1 1 0 0 0 0 0 
Skilled Craft 2 2 0 0 0 0 0 
Service/Maintenance 6 6 0 0 0 0 0 
Division Totals 11 11 0 0 0 0 0 
100% 100.0% 0.0% 0.0% 0.0% 0.0% 0.00% 
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TABLE 2 • ContinuC'..d 
AQUEDUCT DMSION 
PERSONNEL TRANSACDONS"' 
1, December 
Emergency. Limited and Part-Timelliu Appointments'*'1"u 
CategoJl Total Cauc.u Blk. Hisp. NA Fil. Women 
Officials and Administrators 0 0 0 0 0 0 0 
Professionals 1 1 0 0 0 0 0 
Technicians 0 0 0 0 0 0 0 
Protective Service 0 0 0 0 0 0 0 
Paraprofessionals 6 (6) 5 0 1 (1) 0 0 2 (2) 
AdminiStrative Support 31 (30) (28) 0 2 (2) 0 0 13 (12) 
Skilled Craft 2 2 0 0 0 0 0 
Service/Maintenance 2 2 0 0 0 0 0 
Division Totals (33) 0 3 0 0 15 (14) 
100% 0.0% 0.0% 35.71% 
•• 
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I. Calendar Year 1991 
A. Overview 
Overall 
to 855. 
Craft 
signi 
(WOD) 
due to 
woo•s 
or above 
categories. 
did increase on a 
in 1990 to 12.4 
40 percent; 
29.3 ; the 
25 percent; and 
26 8 percent. 
Representation 
and/or be 
Paraprofessionals 
57.1 percent; 
28.0 percent; 
40.4 percent; 
24.8 percent. 
Filipino representat 
population 
improved in the 
to 12.1 percent; the 
by 41, from 896 
ly the Skilled 
is 
close to 
but 
the 
at 
continued to 
in the 
to 
category at 
at 
at 
ion 
percent 
category, 
14.8 percent to.15.9 percent; 
Maintenance , 1.5 percent 
Filipino representation 
Professionals category 
the Technicians 
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in the 
4.2 percent to 4. 
, 15.6 to 
percent. 
percent: 
16.7 percent; the Skilled Craft category, 1.6 percent 
to 1.7 percent; and the service Maintenance category, 
0.5 percent to 0.6 percent. 
Women are the only targeted group which is 
significantly below population parity in woo. In 
1990, the representation of women increased to 106 
increasing the percentage from 11.6 to 12.4. 
B. Review gf Goals. Programs and Problems 
1. Goals 
a. Our goal to hire minority high-school 
students for at least 50-percent 
representation of our seasonal Maintenance 
Laborer positions was achieved. We hired 
47 Student Workers for district field 
operations and reservoir cleanup. In 
addition, we hired 2 Student Workers for 
office/clerical work. Of the 49 actual 
appointments, minorities accounted for 41 
of the positions. Of the total 
appointments, 32.6 percent were Black and 
46.9 percent were Hispanic. In addition, 
4 women were hired. 
b. The goal to fill at least 50 percent of the 
Student/Engineer positions with 
minority/women candidates was met. Of the 
15 appointments, 6 were women, 8 were 
Hispanic. 
c. The Division was also successful in 
providing training opportunities by filling 
76.5 percent of the Division's Emergency 
and Limited appointments with minorities, 
28.0 percent were Black and 44.1 percent 
were Hispanic. 
d. The goal of increasing minority/female 
representation in the Professionals 
category by at least three was achieved. 
The Division increased representation of 
Blacks by one, Hispanics by two, 
Asian-Americans by three, and women by 
three. 
e. The goal of increasing minority 
representation in the Officials and 
Administrators category by at least one 
was not achieved due to the retirement of 
two Water Utility Superintendent positions 
which have not been filled as yet. 
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However, 
percentage 
percent and rema 
parity for Blacks. 
The 
supervi 
on a 
to 60 
at ion 
one 
2. Programs 
3. 
The Divis 
training 
managers down 
will cont 
it to 
WOO is 
in recruiting 
Another 
representat 
Engineering asses. 
Operator 
for second 
attended a 
Resources 
behaviors 
supervisory 
ranged from top 
supervisors. WOO 
1992 and expand 
personnel. 
, dirty 
a Senior 
is that 
ition 
representat the Professionals category 
increased four to five, representation is 
significantly low population parity. Of the 
83 employe~s the , 
approximately three-fourths are the civil 
Engineering disc It our understanding 
that it is difficult to recruit Black 
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Civil Engineering Assistants and that the Human 
Resources Division is continuing to work on 
recruitment techniques to overcome this problem. 
II. Calendar Year 1992 
A. Overview 
Our turnover rate, although low due to the 
System-wide soft hiring freeze, should provide 
continued opportunity to improve minority 
representation, depending upon minority availability 
in the candidate pool and success in the selection 
interview process. WOO's method of monitoring the 
interview process, by informing the supervisor making 
the selection of the population parity and the 
minority/women representation in the specific class 
in the Department should bring us continued positive 
results. A variety of training programs will be 
continued and new programs established to enhance 
employee skills and prepare employees for 
promotional opportunities. The Division's management 
is actively encouraging employee participation in 
materials and course design of new training programs 
·as a means of addressing recognized supervisory 
needs. 
B. Goals and Programs 
1. Goals 
a. Hire minority high-school students for at 
least 50 percent of the Student Worker 
positions to be filled during the summer 
months. 
b. Fill at least half of the estimated Student 
Engineer positions with minority;women 
candidates. 
c. Provide training opportunities by filling at 
least 50 percent of the Emergency, Limited, 
and Trainee appointments with minorities 
and/or women. 
d. Increase minority and/or female 
representation in the Professionals 
category by at least three. 
e. Increase minority representation in the 
Officials and Administrators category by at 
least one. 
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f. Promote one woman to a 
in the Skilled Craft 
position 
2. Programs 
lity Workers. 
comprise a better than 
makeup. 
candidate pool 
increase the 
Operator 
statist in 
program for 
Helpers and 
Both of groups 
50-percent minority 
Continue 
for all 
Sexual Harassment Awareness tra ing 
training in s area 
sexual harassment 
Continue an 
program. More 
supervisors 
III. Other Areas 
A. 
Senior waterworks 
Water Utility 
Principal Util 
Assistant (1) 
Principal Waterworks 
Senior Utility Management 
Assistant (1) 
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4) 
(13) 
(2) 
provide additional 
ors. 
newly appointed 
of WOO's 
Yard Manager 
of 
Administrative and 
Services 
Assistant Division Head/ 
Divis Head 
Assistant Section Head 
B. Management and Executive Committees 
Committee/Class Title 
1. Joint Safety Committee 
Principal Waterworks Engineer 
2. Safety Steering Committee 
Principal Waterworks Engineer 
3. Employee Emergency Response Task Force 
Principal Waterworks Engineer· 
M 
M 
M 
4. Employee and Building Protection Committee 
Principal Utility Management 
Assistant 
5. Materials Management Advisory Committee 
Principal Waterworks Engineer 
M 
M 
Ethnicity 
Caucasian 
caucasian 
caucasian 
caucasian 
caucasian 
6. Hazardous Substance Management Advisory Committee 
Principal Waterworks Engineer M caucasian 
7. Obsolete Materials Committee 
Senior Waterworks Engineer M Black 
8. Salvage Sales Committee 
Principal Waterworks Engineer M caucasian 
9. Fleet Management Advisory Committee 
Senior Waterworks Engineer M Black 
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IV. 
c. Raters on Selection Interview Panels 
1. Principal Utility Management Ass 
Eater's Class Title 
a. Principal 
b. Principal 
2. Senior Util Management Ass 
Rater's Class Title 
a. Principal 
Assistant 
b. Principal Power Engineer 
E..thnicity 
M Caucasian 
M Caucasian 
Sex Ethnicity 
M Caucasian 
M Caucasian 
D. Department-wide seems to be a lack of sufficient 
training opportunities available to those in clerical 
positions to their promotability to feeder 
classes such as Management Aide. 
Tables and Graphs 
A. Table 1 .. Work Force f January 1, 1991 and 
January 1, 1992 (see 
B. Table 2 - Personnel 1, 19 1 
through December 31, 1991 (see attached) . 
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TABlE 1 
WATER OPERATING DIVISION 
OORK FORCE a::MPARISONS 
January 1, 1991 and January 1, 1992 
Total caucasian * Black Hispanic Asian-1\ue:r. Filipino Waoon 
category 1/91 1/92 1/91 1/92 1/91 1/92 1/91 1/92 1/91 1/92 1/91 1/92 l/91 1/92 
Officials and Admn. 17 15 7 6 7 6 3 3 0 0 0 0 0 0 
% of category 100 100 41.2 40.0 41.2 40.0 17.6 20.0 
Professionals 71 83 51 56 4 5 6 8 7 10 3 4 13 16 
% of category 100 100 71.8 67.5 5.6 6.0 8.5 9.6 9.9 12.1 4.2 4.8 18.3 19.3 
Technicians 64 66 27 27 4 4 5 6 18 18 10 11 8 8 
% of category 100 100 42.2 40.9 6.3 6.1 7.8 9.1 28.1 27.3 15.6 16.7 12.5 12.1 
...... 
~ Protective Srvc. 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
% of category 
Paraprofessionals 15 14 4 4 1 1 8 8 1 1 1 0 7 6 
% of category 100 100 26.7 28.6 6.7 7.1 53.3 57.1 6.7 7.1 6.7 -- 46.7 42.9 
Administrative SUpport 81 82 24 22 23 24 22 23 12 13 0 0 73 73 
% of categocy 100 100 29.6 26.8 28.4 29.3 27.2 28.0 14.8 15.9 -- - 90.1 89.0 
Skilled Craft 444 412 206 193 113 103 110 102 8 7 1 7 3 3 
% of categocy 100 100 46.4 46.8 25.4 25.0 24.8 24.8 1.8 1.7 1.6 1.7 0.7 0.7 
ServicejMa.intenanoe 204 183 67 56 52 49 81 74 3 J 1 1 0 0 
% of category 100 100 32.8 30.6 25.5 26.8 39.7 40.4 1.5 1.6 0.5 0.6 
Division Totals 896 855 386 364 204 192 235 224 49 52 22 23 104 106 
% of Work Forc:e 100 100 43.1 42.5 22.8 22.5 26.2 26.2 5.5 6.1 2.4 2.7 11.6 12.4 
J:Upulation Parity - -- 37.3 13.0 39.9 6.7 2.5 49.8 
(1990 Census) 
* Includes statistics for American Indians 
TABLE 2 
WATER OPERATING 
PERSONNEL TBANSACTIONS* 
January 1, 1991 through December 31, 1991 
Regular Appointments Cfrom Civil Service Lists) 
category Total CaUCs** Blk. Hisp. A/A Fil. Women 
Officials and Administrators o 0 0 0 0 0 0 
Professionals 21 14 1 2 J l 5 
Technicians 6 0 0 l 3 2 0 
Protective Service 0 0 0 0 0 0 0 
Paraprofessionals 1 0 0 1 0 0 1 
Administrative Support 8 1 4 2 1 0 6 
Skilled Craft 6 3 1 2 0 0 l 
Service/Maintenance 1 1 0 Q 0 0 0 
Division Totals 43 19 6 s 7 3 ~~ 
100% 14% 18.6% 16.2% 7% 30.2% 
Iransfers and Reassignments Cthrough bids) 
Category Total Cauc.** Blk. Hisp. A/A Fil. Women 
Officials and Administrators 0 0 0 0 0 0 0 
Professionals 6 3 0 0 3 0 1 
Technicians 2 0 0 0 1 1 1 
Protective Service 0 0 0 0 0 0 0 
Paraprofessionals 0 0 0 0 0 0 0 
Administrative Support 7 2 1 4 0 0 6 
Skilled Craft 11 7 1 3 0 0 0 
Service/Maintenance o 0 Q 0 0 0 0 
Division Totals 26 12 2 7 4 1 8 
100% 46.1% 7.7% 27% 15.4% 3.8% 30.7% 
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TABLE 2 - Continued 
OPERATING 
PERSONNEL TBANSACTIONS* 
January , 199 through 
Emergency. Limited and Part-Time***Appointments**** 
category Total Cauq.** Blk. 
Officials and Administrators 0 0 0 
l;;rofessionals 0 0 0 
Technicians 0 0 0 
Protective Service 0 0 0 
Para-Professionals 15(15) 7(7) 2(2) 
:n, 1991 
Hisp. 
0 
0 
0 
0 
6 (6) 
Administrative 51(49) 8(8) (16) 23(23) 
Skilled Craft 2 1 0 1 
!rviceLMaintenance 0 0 0 0 
100% 23.5% 28% 44.1% 
*Includes only transactions into and within the division. 
**Includes statictics for American Indians. 
A/A Fil. 
0 0 
0 0 
0 0 
0 0 
0 0 
3(2) 0 
0 0 
0 0 
4 4% 
***Part-time employees shown in parentheses following totals. 
Women 
0 
0 
0 
0 
6(6) 
6(4) 
0 
0 
17. 
****Does not include short-term appointments, i e., 1-5 days and vacation 
relief. 
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I. Calen~r Year 19~1 
A. Qyerview 
Of 139 
January 1, • 
DIVISION 
as 
occupancy included two 
part-time non-budgeted 
extended leaves of absence; a 
two employees on 
increase of four 
positions from 1, 
The Qfficials and Administrators by 
one. The Division Head (Principal Works 
Engineer) was reassigned to the Water Executive Office 
in April 1990 and division in 
April 1991. 
Although the category increased by one, 
categories: 1) one the changes occurred 
increase in caucasian; 2) one increase Hispanic; and 
3) one decrease Asian 
In the TechniciAn§ category, there was an increase of 
one caucasian representation which increased the 
percentage by 2.2 
There was a 
of Paraprof~~sionals 
returning to school in 
by one. 
A net increase one 
Administrative Support. 
were: 1) one increase 
Hispanic; and J) one 
increased by two. 
the Skilled Craft category, 
increase of one. The increase 
representation. · 
category 
to employees 
also decreased 
category of 
this category 
2) one increase in 
American. Women 
was a total 
Caucasian 
overall, there was an of one Hispanic, five 
Caucasians, and one female; and a decrease of one Black 
and two decreases Asian Americans. Filipino 
representation the same. Percentage of 
Asian American representation was 4.3 percent above 
population parity; Filipino representation was 
4.9 percent above population parity and Caucasian 
representation was 19.3 percent above population 
parity. Percentage representation of Blacks, 
Hispanics, and women was below population parity 
13 
by 1.2 percent, 26.7 percent, and 27.7 percent, 
respectively. However, percentage representation 
increased from the previous year by 0.4 percent in 
Hispanics and 0.3 percent in women. 
B. Beyiew of Goals. frpgrams. and Probl"s 
1. Goals 
a. Hire a Black or fe•ale Civil Engineering 
Assistant. 
This goal was accomplished. One female 
Hispanic Civil Engineering Assistant was 
hired from the Civil Service eligible list. 
b. Hire a Black Water Treatment Operator. 
This goal was accomplished. One Black Water 
Treatment Operator was hired through bid. 
c. Hire a Hispanic or female Laboratory 
Technician. 
This goal was not met. The candidate pool 
consisted of only one female and two 
Hispanics out of fifteen candidates. 
d. Hire a minority or female Water Biologist and 
Water Microbiologist. 
The Water Microbiologist position was not 
filled with a female or minority employee due 
to the limited number of candidates in the 
underrepresented categories. Water Biologist 
position was not filled due to financial 
constraints. 
2. Programs 
"Our Quality Plan" (Plan), which is the division's 
guidelines for total quality management, was 
finalized by the Quality Planning Steering 
Committee in July 1991, and all division employees 
received an orientation of the Plan. Phase II of 
the implementation plan began in October 1991, 
which included development and training in quality 
leadership for division managers. This management 
process provides empowerment of employees in which 
they take part in daily decision making and 
problem solving. 
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all Water 
the field and 
is 
program was also 
Administrative 
a minority 
This division continued the use of a Water System 
clerical contract short-term 
services. 1991, the division utilized the 
services of clerical workers. Out of the six, 
two were Blacks and two were Caucasian male. 
This division participated in the Student Engineer 
Program, employing minorities and women. Out of 
the eight appointments, three were minorities (two 
Hispanics and one Black), and two were women. The 
program of Administrative Intern was also 
utilized. One female Caucasian was appointed for 
part-time employment. 
Sexual continued for 
all new employees 
II. kalendar Year 1992 
A. overview 
Due to current financial the Water 
System, this division funding only o regular 
positions, of which are currently occupied, and six 
part-time/seasonal employees, of which three are 
currently occupied The System's hiring freeze 
has created several vacant positions that will not be 
back-filled. It not been determined which one of 
the vacant positions will be filled during calendar 
year 1992 to best utilize our resources. The 
anticipation of hiring in this limited to 
approximately three regular positions and three part-
time/seasonal positions. They will filled from 
Civil Service eligible lists or bids, the student 
Engineer/Worker Program. The emphasis will be to 
increase representation of Blacks, Hispanics, and 
women. 
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B. Goals and frograms 
1. Goals 
Hirings are anticipated in the categories of 
Professionals, Technicians, Skilled Cra,t, and/or 
Paraprofessionals. The goal is to hire in the 
underrepresented areas to reach population parity. 
2. Programs 
The total quality management effort will 
continue with the implementation of "Our Quality 
Plan". The phases scheduled for implementation 
during 1992 is the completion of Quality 
Leadership training for division managers and 
first-line supervisors. 
Cross-training program will continue in the 
Skilled craft and Administrative support 
categories. 
The Water system clerical services contract for 
short-term services will continue to be utilized. 
All new division employees will attend 
Sexual Harassment Awareness training. 
III. Other Areas 
A. This division has been involved for several years in 
various activities in the total quality management 
area. The involvement includes employees in various 
levels and classifications which provide experience and 
training, as well as visibility to enhance career 
opportunities. 
Principal Water Works Engineer 
Senior Water Works Engineer 
Environmental Affairs Officer 
Water Quality Laboratory Manager 
~enior Utility Management Aasiatant 
Principal Water Works Engineer 
Senior Water Worka Engineer 
Senior Utility Management Assiatant 
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A[ea of Responsibility 
Development and 
implementation of 
•eur Quality Plan•. 
(Diviaion•a guidelines 
for Total Quality 
Management) 
Development and training 
of Quality Leaderahip to 
division managers. 
Facilitator/COOrdinator 
of the General Manager's 
Total Quality Management 
Study Group. 
B. Participation of division employees on committees and 
task forces: 
committee Name/ 
Q;l.vU ~~[v;l.~l Q1111~f~;lt1QD .b.& lttm.t.~IL:t:!L 
l. Joint Safety 
safety steering 
Principal Water Worka M Cau.c&llllian 
2. Hazardous Substance and Materials 
Management Task Force 
Principal Water Works M Caucasian 
3. Disaster Response Implementation 
Task Force 
Senior Water Works Engineer Asian 
4. Hazardous Work Procedure Committee 
Senior Water Works Engineer M Asian 
Water Treatment Supervisor M Hiapanic 
s. Utility Craft Program 
Water Treatment Superviaor M Hispanic 
v. Tables 
A. Table 1 - Work Force Comparisons, January 1, 1991 and 
January 1, 1992, (see attached). 
B. Table 2 Personnel Transactions, January 1, 1991 
through Jl, 1991, (see attached). 
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TABLE 1 
WATER QUALITY DIVISION 
WORK FORCE COMPARISONS 
Januarx 1, 1991 and Januari 1 1 1992 
Total Caucasian* Black Hli!lpanic Asian Amer. Filipino Women 
Category 1/91 1/92 1/91 1/9'1. 1/91 1/91 1/92 1/91 1/92 1/91 1/92 1/91 1/92 
Officials and Admin. 0 1 0 1 0 0 0 0 0 0 0 0 0 0 
\ of Category 100\ 100\ 100\ 100\ 
Professionals 37 38 21 22 1 1 1 2 10 9 4 4 10 10 
\ of Category 100\ 100\ 56.8\ 57.9\ 2.7\ 2.6\ 2." s .. n 21.0\ 23.7\ 10.8' 10.5\ :27.0\ 26.3\ 
Technicians 22 23 11 12 2 2 1 1 3 l s s 5 5 
' of category 10011 100\ 50.0\ 52.2\ 9.1\ 8.7\ 4.5\ 4.41% 1J.6t U.O\ 22.7\ 21.7\ 22.1\ 21.1\ 
Protective Service 
...... \ of category 
.... 
""Paraprofessionals 3 1 1 0 0 2 0 0 0 0 0 1 0 
\ of category 100\ 100\ JJ.J\ 100\ 
- 66." - - - .. - JJ.J\ 
Admin. Support lJ 14 2 3 7 7 1 2 J 2 0 0 11 u 
' of category 100\ 100\ 15.4\ 21.4\ 53.8\ so 0\ 1.1\ 14.3\ 23.1\ 14.3\ - - 84.6\ 92.9\\ 
Skilled craft 47 48 32 33 4 4 10 10 0 0 1 1 0 0 
\ of cateqory 100\ 100\ 68.1\ 68.8\ 8.5\ 8.3\ 21.3\ 20.8\ - - 2.1\ 2.1\ 
Service/Maintenance 11 11 5 5 3 2 2 3 1 1 0 0 2 2 
\ of Category 100\ 100\ 45.5\ 45.5\ 27.3\ 18.2\ 18.2\ 21 n 9.1\ 9.1\ - - 18.2\ 18.2\ 
Division Totals 133 136 72 71 17 16 17 18 17 15 10 10 29 30 
\ of Category 100\ 100\ 54.1\ 56.6\ 12.8\ 11.8\ 12.8\ 13.2\ 12.8\ 11.0\ .5\ 7.4, 21.8\ 22.1\ 
Population Parity 37.3\ 13.0\ 39.9\ 6.7\ ?..5\ 49.8\ 
(1990 Census) 
*Includes statistics for American Indiana. 
(WFC) 
TABLE 2 
WATER QUALITY DIVISION 
PIBSQNNJL tRANSActiONS* 
January 1, 1991 through December 31, 1991 
Regular Appointments ffrom Civil Seryice listp> 
Category Total cauc.** Blk. A/A 
Officiala and Administrator• 0 0 0 0 0 
Professionals s 3 0 1 1 
Technicians 0 0 0 0 0 
Protective Service 0 0 0 0 0 
Paraprofessionals 0 0 0 0 0 
Admin. Support 2 0 0 1 1 
Skilled Craft 1 l 0 0 0 
service/Maintenance 1 0 0 1 0 
Division Totals 9 0 3 2 
100\ 44.5\ 0.0\ 33.3\ 22.2\ 
Tranpferp and Reassignments «through bids) 
Category Total Cauc.** Blk. Hisp. A/A 
Officials and Administrators 1 1 0 0 0 
Professionals 2 1 0 0 1 
Technicians 3 2 0 0 0 
Protective Service 0 0 0 0 0 
Paraprofessionals 0 0 0 0 0 
Admin. Support 4 2 1 1 0 
Skilled Craft 4 1 1 2 0 
Service/Maintenance 0 0 0 0 0 
Division Totals 14 1 2 3 1 
100\ 50.0\ 14.3\ 21.5\ 7.1\ 
*Includes only transactions int2 and within the division. 
**Includes statistics for American Indians. 
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Fil. Women 
0 0 
0 1 
0 0 
0 0 
0 0 
0 2 
0 0 
0 0 
0 3 
0.0\ 33.3\ 
FU. Women 
0 0 
0 0 
1 0 
0 0 
0 0 
0 4 
0 0 
0 0 
1 4 
7.1\ 28.6\ 
TABLE 2 (continued) 
WATER QUALITY DIVISION 
PER§QNN!~TBANSACIIONS* 
January l, 1991 thrcu;h December Jl, 1991 
~,mergency. Limited and Pa[t-time*** Appointments**** 
Category Total Clue.** Blk. Hbp. A/A 
Officiale and Administrators 0 0 0 0 
Profelllsiona1e 0 0 0 0 
Technicians 0 0 0 0 
Protective Service 0 0 0 0 
Paraprofessionals 9(3) 6(3) 1 2 
Admin. Support 0 0 0 0 
Skilled Craft 0 0 0 0 
Service/Maintenance 0 0 0 0 
Division Totals 9(3) 6(3) 1 2 
100\ 66.7\ ll.U 22.2\ 
*Includes only transactions intQ and within the division. 
**Includes statistics fer American Indiana. 
***Part-time employees shown in parentheses following totals 
****Doee not include short-term appointments, i.e. 1-S days and 
vacation relief. 
(WFC-'1'2) 
1 21 
0 
0 
0 
0 
0 
0 
0 
0 
0 
0.0\ 
Fil. Women 
0 0 
0 0 
0 0 
0 0 
0 3(1) 
0 0 
0 0 
0 0 
0 3(1) 
0 0\ 33.3\ 

I. 
WATER 
A. 
DESIGN 
year 
population is a 
of the 
, transfers or 
on 
and 
positions that were 
were women minorities. 
46.4 of the WEDD 
1990. 
50 
12 positions the 
population decreased for 
Filipino which remained the 
two female Waterworks 
Asian-American. to a 
in the Technicians category, 
by one in the Asian-American 
did not affect population 
(Student Engineers) 
and/or females. 
category was comprised of 
B. Review of Goals. Programs. and Problems 
All WEDD 
1990 Aff 
goals, as outlined WEDD's 
, were met or exceeded: 
1. Goals 
a. Hire two underrepresented or female 
Engineering Associates. 
This·goal was met and exceeded. One Hispanic 
male and two Asian-American females were 
appointed. Fifty percent of the Engineering 
Associates hired during the year were 
underrepresented and/or female. 
b. Hire two underrepresented or female 
Engineering Assistants. 
This goal was met and exceeded. One 
Caucasian female, one Asian-American female, 
and four Asian males were appointed. More 
than 50 percent of Engineering Assistants 
hired during the year were underrepresented 
and/or female. 
c. Hire two underrepresented or females in the 
Technicians category. 
This goal was met. One Hispanic male and one 
Asian-American female were appointed to 
positions in the Technicians category. 
All of the underrepresented and/or female 
candidates appointed were taken from certification 
lists in the three whole scores available at the 
time of the interviews. 
2. Programs 
WEDD participated in the Engineering Recruitment 
Program in association with Human Resources 
Division personnel. Employees attended campus 
career days and conducted screening interviews at 
local colleges and universities to seek potential 
candidates for employment with the Department, 
while focusing on Affirmative Action goals. A 
Hispanic Principal Waterworks Engineer served on 
the Engineering Recruitment Committee. Four 
minority and/or female Engineering Assistants were 
hired as a result of the recruitment during the 
year. 
WEDD continued to on the results of the 
Organizational Climate Survey taken all WEDD 
personnel. WEDD implemented the of a 
Decision Making Study to WEDD 
employees and enable them to make some decisions 
at lower levels within the organization. 
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that 
WEDD 
Administrative 
no usable 
provided 
personnel 
minute, accurately 
and offer 
offered 
The program 
in 
in 
also 
the 
interested in becoming 
work in the 
WEDD 
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economics, 
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presented by 
Projects 
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The training was 
an Engineering 
Group was 
1 
Recovery. Her 
with cost 
supporting the 
at Cal 
the 
She 
with 
speakers 
System Head, 
Division 
and WEDD Section 
to offer WEDD 
of Water 
, and how 
included was 
budgetary 
the various 
employees of the 
, layout, 
concerns regarding 
and 
in the 
due to the 
large number of tank projects that were 
forthcoming. The training enabled Planning 
Section employees to understand the design 
considerations in tank ects. 
WEDD participated in the Educational Partnership 
Week Mentoring of High School Students offered 
through Public Affairs Division's Educational 
Services Office. The program was informally 
called "Shadow Day", and WEDD selected two 
students to "shadow" Engineering Assistants all 
day to help them decide on a professional career 
path. The program was for students interested in 
engineering careers and was part of the 
Mathematics Engineering Science Achievement 
Program in conjunction with the Minority 
Engineering Program at u.c. Berkeley. Both 
students were minority and/or female, and one 
mentor was a Hispanic female Engineering 
Assistant. 
II. Calendar Year 199a 
A. Overview 
WEDD believes that the goals and programs outlined 
below will help to improve representation in 
underrepresented groups at both the entry and 
promotional levels. 
The total number of vacancies to be filled in 1992 due 
to retirements, transfers to other Divisions and City 
Departments, and promotions is undetermined; however, 
WEDD will continue to fill vacancies through eligible 
lists, bids, and transfers with Affirmative Action 
goals in mind. Due to Water System budget constraints 
and the resultant effect on staffing levels, few 
opportunities to hire will exist in 1992. 
B. Goals and Programs 
1. Goals 
a. Hire two Black, Hispanic, andjor female 
Engineering Associates. 
b. Hire one Black, Hispanic, andjor female in 
the Technicians category. 
2. Programs 
WEDO will offer a series of in-house technical 
training programs designed to provide WEDD 
employees with information useful excelling in 
their current position as well as tools for 
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III. Other Areas 
A. 
Principal 
Principal Head 
Senior Design 
Senior Inspection, 
Laboratory & 
Senior Waterworks 1 Affairs 
Senior , Lines and 
Services 
B. 
1. 
M 
2. 
M 
3 
M 
4. 
M Hispanic 
5. 
C. Raters on Selection Interview Panels 
1. Senior Waterworks Engineer 
a) Principal Waterworks Engineer 
b) Principal Waterworks Engineer 
2. Ma~erials Testing Engineer 
a) Senior Waterworks Engineer 
b) Senior Waterworks Engineer 
3. Waterworks Engineer 
a) Senior Waterworks Engineer 
b) Senior Waterworks Engineer 
c) Senior Waterworks Engineer 
4. Senior Utility Management Assistant 
a) Principal Waterworks Engineer 
b) Principal Waterworks Engineer 
D. Comments on the "Glass Ceiling" 
M caucasian 
M Hispanic 
M caucasian 
M Asian-American 
M caucasian 
M Asian-American 
M caucasian 
M caucasian 
M Hispanic 
Historically, the "glass ceiling" obstacles that exist 
are, to a significant extent, related to inadvertent 
restraints that delay promotional opportunities within 
the Department. Specifically, employees are impacted 
by the extended length of time between promotional 
examinations (three years and longer some cases). 
The opportunities to promote to high levels within WEDD 
are contained within the Professional category. 
Recently, the populations of minorities and females has 
begun to increase in "feeder class" populations in 
sufficient numbers as to increase the probability of 
promotions to middle- and upper-level 
positions. This has enabled WEDD to promote two 
females, one of whom is Asian-American, to the level of 
Waterworks Engineer. 
IV. Tables and Graphs 
A. Table 1 - Work Force Comparisons, January l, 1991 and 
January 1, 1992 (attached). 
B. Table 2 - Personnel Transactions, January 1, 1991 
through December 31, 1991 (attached). 
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TABLE 1 
WATER ENGINEERING DESIGN DIVISION 
WORK FORCE COMPARISONS 
January 1, 1991 and January 1, 1992 
Total Caucasian* Black Hispanic Asian-American Filipino Women 
1191 1/92 1/91 1/92 1/91 l/92 l/91 1{92 1/91 1/92 1191 1/92 .ll9l - 1/92 
lfficials/Admin 2 2 1 1 0 0 1 1 0 0 0 0 0 0 
% of Category 100 100 50 50 --- --- 50 50 
•rofessionals 136 124 85 79 5 4 16 14 28 25 2 2 20 16 
% Category 100 100 62.4 63.7 3.7 3.2 11.8 11.3 20.6 20.2 1.5 1.6 14.7 12.9 
'echnicians 44 42 19 18 4 4 6 6 11 10 4 4 4 4 
% of category 100 100 43.2 42.9 9.1 9.5 13.6 14.3 25.0 23.8 9.1 9.5 9.1 9.5 
·rotecti ve Service 
araprofessionals 13 5 3 0 2 1 J 3 5 1 0 0 2 3 
% Category 100 100 23.1 --- 15.4 20.0 23.1 60.0 38.4 20.0 --- --- 15.4 60.0 
dmin. Support 20 19 5 5 5 3 4 4 5 6 1 1 17 16 
t of Category 100 100 25.0 26.3 25.0 15.8 20.0 21.0 25.0 31.6 5.0 5.3 85.0 84.2 
killed Craft 
ervice Maintenance 
ivision Totals 215 192 113 103 16 12 30 28 49 42 1 1 43 39 
% of Category 100 100 52.5 53.6 7.4 6.3 14.0 14.6 22.8 21.9 3.3 3.6 20.0 20.3 
opulation --- --- 37.3% 13.0% 39.9% 6.7% 2.5\ 49.8% 
1990 Census) 
Includes statistics for American Indians 
-w 
1-' 
TABLE 2 
WATER ENGINEERING DESIGN DIVISION 
PERSONNEL TRANSACIIONS* 
January 1, 1991 through December :n, 1991 
Regular Appointments (from Civil service lists> 
Category Total Cauc.** Blk. Hisp. A/A Fil. Women 
Officials and Administrators 0 0 0 0 0 0 0 
Professionals 20 14 0 2 4 0 2 
Technicians 5 2 0 1 2 0 1 
Protective Service 0 0 0 0 0 0 0 
Paraprofessionals 0 0 0 0 0 0 0 
Administrative Support 1 0 0 0 1 0 1 
Skilled Craft 0 0 0 0 0 0 0 
service Mainte~ance 0 0 0 0 0 0 0 
----------------------------------------------------------------------------Division Totals 26 16 0 3 7 0 4 
----------------------------------------------------------------------------100% 61.5% 0% 11.5% 26.9% 0% 15.4% 
'l'ransfers and Reassignments (through bids) 
category Total Cauc.** Blk. Hisp. A/A Fil. Women 
Officials and Administrators 0 0 0 0 0 0 0 
Professional 20 11 1 1 7 0 8 
Technicians l 0 0 0 0 l 0 
Protective Service 0 0 0 0 0 0 0 
Paraprofessionals 2 l 0 1 0 0 0 
Administrative Support 3 0 0 l l 1 3 
Skillad Craft 0 0 0 0 0 0 0 
Service/Maintenance 0. 0 0 0 0 0 0 
----------------------------------------------------------------------------Division Totals 26 12 l 8 2 11 
----------------------------------------------------------------------------100% 46.2% 3.8% 11. 30.8% 7.7% 42.3% 
* = Includes only transactions into and within the division. 
** = Includes statistics for American Indians 
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TABLE 2 (Continued) 
WATER ENGINEERING DESIGN DIVISION 
PERSONNEL TRANSACTIONS* 
January 1, 1991. through December 31., 1991. 
Emergency. Limited and Part-Time Appointments*** 
Total kauc.** Blk. Hisp. A/A Fil. Women 
Officials and Administrators 0 
Professionals 
Technicians 
Protective Service 
Paraprofessionals 
Administrative Support 
Skilled Craft 
Service Maintenance 
Division Totals 
0 
0 
0 
30 
0 
0 
0 
30 
0 0 
0 0 
0 0 
0 0 
8 2 
0 0 
0 0 
0 0 
8 2 
0 0 0 0 
0 0 0 0 
0 0 0 0 
0 0 0 0 
14 5 1 9 
0 0 0 0 
0 0 0 0 
0 0 0 0 
14 5 1 9 
lOOt 26.7% 6.7t 46.7% 16.7% 3.3% 30.0% 
* = Includes only transactions intQ and within the Division. 
** = Includes statistics for American Indians. 
***=Does not include short-term appointments, i.e., 1-5 days and 
vacation relief. 
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GENERAL SERVICES DIVISION 
1991 AFFIRMATIVE ACTION PROGRESS REPORT 
I. Calendar Year 1991 
A. Overview 
During 1991, there was a decrease of 40 positions 
occupied in the General Services Division. Financial 
conditions the Water System resulted in the 
imposition of a hiring freeze April 1991 which 
remained in place for the remainder of the year. This 
hiring freeze regular appointments by more than 
50 percent from the previous year. As a consequence, 
the Division had difficulty in meeting Affirmative 
Action goals. 
overall representation of minorities increased from 55.9 
percent to 56.4 percent of the Division population. 
Small gains were made Black representation, which 
increased from 22.4 percent to 22.6 percent. Asian 
American representation increased from 7.0 percent to 
7.5 percent and Filipino representation increased from 
2.3 percent to 2.4 percent. Hispanic representation 
decreased slightly from 24.2 percent to 24.0 percent. 
The percentage of women in the Division decreased from 
8.7 percent to 8.5 percent. 
The small changes representation that occurred in 
the Division were as much a result of patterns of 
attrition as of hiring decisions. 
B. Review of Goals, Programs, and Problems 
1. Goals 
a. Increase the overall representation of 
Hispanics. 
This goal was not achieved. Hispanic 
representation in the Division declined from 
24.2 percent to 24.0 percent. 
b. Increase the representation of women in Skilled 
Craft and Service Maintenance jobs. 
Although the actual number of women in these 
categories declined from 30 to 29, the overall 
representa~ion of women in these categories 
remained same at 2.3 percent because the 
total number of people in the Skilled Craft and 
Service Maintenance categories declined from 
1,298 to 1,269. 
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c. Appoint one or more female Utility Management 
Assistants. 
No Utility Management Assistant positions were 
filled in the Division during 1991. 
d. Appoint a minority Cabinet Maker. 
This goal was not achieved. One Cabinet Maker 
was appointed in 1991, but the successful 
candidate was not a minority. 
e. Appoint one female Equipment Mechanic. 
This goal was not achieved. No female 
Equipment Mechanic candidates were available to 
be hired during 1991. 
f. Appoint one minority Senior Storekeeper. 
No Senior Storekeeper appointments were made in 
1991. 
g. Appoint one minority Mechanical Helper. 
Two Hispanic Mechanical Helpers were hired in 
1991. 
h. Appoint one minority Air Conditioning Mechanic. 
Two Air Conditioning Mechanics were hired in 
1991. One was a Black male, the other was a 
Hispanic male. 
i. Appoint one minority Principal Clerk Utility. 
No Principal Clerk Utility appointments were 
made in 1991. 
2. Programs 
The primary specific programs in place are five 
Skilled Craft Apprenticeship Programs (Electric 
Repairer, Machinist, Metal Trades, Automotive 
Trades, and Electric Mechanic). These programs, 
upon completion, lead to careers in 13 Skilled 
Craft job series. 
The Division has an extensive training program. 
The program is available to all Division employees. 
The training program includes an Investment in 
Excellence course. The Investment in Excellence 
Program teaches employees to understand and to 
136 
value the f 
among other topics. 
opinions of others, 
The a an active employee 
involvement process, which on giving 
employees more 1 in controlling their 
work. This process overseen a steering 
committee composed of both management and union 
representatives. As part the employee 
involvement process, employees are trained in how 
to work in teams and to identify and solve 
problems. An integral part the process involves 
listening to respecting the opinion of others. 
Sexual Harassment Awareness Training was provided 
to about 600 Division employees 1991. This 
program now been offered to all General 
Services Division employees. 
The General Shops Section the Division was the 
first organization in the Department to adopt a 
school. The Section adopted Ann Street Elementary 
School, which has a predominantly Hispanic 
enrollment and located near the Shops 
headquarters at 1630 North Main Street. The 
Section continues to have a close relationship with 
their adoptee and engages in a number of activities 
with the school, including giving tours of the Main 
Street facility. 
The Bui Operation and Maintenance (BO&M) 
Section adopted the Sixth Avenue School in 1991. 
This school has a high minority enrollment. BO&M 
has met with school administrators and staff to 
help the school and to promote student academic 
achievem~nt. 
The Division continues to actively participate in 
Academy and Summer Youth 
to help economically 
the Student Youth 
Employment 
disadvantaged 
3. Problems 
youths. 
The lack of women candidates for Skilled Craft and 
Service Maintenance jobs remained a major stumbling 
block in reaching population parity in the 
Division. This problem almost certainly not 
limited General Services , but is 
probably an for our 
Hispanic 
part 
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igible lists, 
classes, needs to be 
much greater if the Division is to approach 
population parity for Hispanics. 
The financial crisis in the Water System also had a 
significant impact on hiring (the Division had a 
hiring freeze for much of 1991) and made it 
extremely difficult to make significant progress 
toward population parity. 
II. Calendar Year 1992 
A. Overview 
The Water System hiring freeze is likely to remain in 
effect through 1992. It appears that General Services 
Division will "fund" 1,463 positions which will mean 
that the Division personnel count will probably 
increase only slightly. The Division has a 
historically low turnover rate which may become lower 
in the current economic climate. The Division will 
again seek to increase the representation of Hispanics 
and women, although significant gains will not be 
possible because of hiring limitations. 
The Division has established some formal goals to 
systematically identify and meet training needs for 
people in the Division. The Division also is working 
on formally improving customer service. Work in these 
areas should increase everyone's awareness of how we 
treat customers and each other. 
The Division is also working on improving the overall 
"climate" for everyone who works in the Division and 
has conducted two surveys in the past several years. 
Sections will continue to work on improvement of the 
working "climate" in the Division. 
B. Goals and Programs 
l. Goals 
a. Increase the overall representation of 
Hispanics. 
b. Increase the representation of women in Skilled 
Craft and Service Maintenance jobs. 
c. Appoint one female or minority Utility 
Management Assistant. 
d. Appoint one female Supervisor. 
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e. Appoint one minority Building Repairer 
Supervisor. 
f • Appoint one 
Assistant. 
or Engineering 
g. Promote one additional 
Machinist "A" level. 
to the 
h. Promote three minorities to the Electrical 
Repairer "A" level. 
2. Programs 
The Division will continue to be actively involved 
in its apprenticeship programs. Efforts are 
currently under way to open up apprenticeship 
programs to a wider range candidates. In 
particular, efforts are being made to qualify 
clerical employees for apprenticeship programs. 
This effort, if successful, would help female 
employees enter the Skilled crafts. 
General Services will continue to focus and enhance 
our training programs and will strive to have a 
highly-trained and skilled workforce. Efforts will 
be made to teach supervisors how to systematically 
assess the training needs of all their employees. 
The GOB Emergency 
continue to address 
employees. 
III. Other Areas 
A. High-Visibility Positions 
Class 
Program will 
of disabled 
Area of Responsibility 
General Services Manager senior 
Senior Power Engineer 
Senior 
Engineer 
1 
Department management in areas 
such as fleet management and 
lity maintenance. 
Manages the development and 
implementation of the 
Department-wide Fleet 
Management Automated System. 
Manages operation and 
maintenance of the General 
Off Building. 
Principal Utility 
Management Assistant 
Construction and Main-
tenance Superintendent 
General Automotive 
Supervisor 
Shops Superintendent 
Principal Grounds 
Maintenance Supervisor 
Serves as Division EEO 
Coordinator and on Department-
wide budget and personnel 
committees. 
Coordinates with various 
Water System Divisions on 
Water System facility 
maintenance. 
Responsible for operation and 
maintenance of the Department 
fleet. 
Responsible for maintenance of 
major Department facilities. 
Responsible for landscaping 
maintenance of all Department 
facilities. 
B. Representatives of Management and Executive Committees 
1. Budgetary Improvements Coordinating Committee 
Class Title 
Principal Utility Management 
Assistant 
2. Joint Safety Committee 
Class Title 
General Services Manager 
3. Safety Steering Committee 
Class Title 
General Services Manager 
Ethnicity 
Caucasian 
Ethnicity 
caucasian 
Ethnicity 
Caucasian 
4. Employee Emergency Response Task Force 
Class Title 
General Services Manager 
Ethnicity 
Caucasian 
5. Employee and Building Protection Program Committee 
Class Title 
Mechanical Engineer 
Senior Utility Management 
Assistant 
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Sex 
M 
M 
Ethnicity 
Caucasian 
caucasian 
6. Materials Management Advisory Committee 
Class Title 
General Manager 
7. Educational Advisory Committee 
Class Title 
General Services Manager M 
Ethnicity 
Caucasian 
Ethnicity 
Caucasian 
8. Hazardous Substance Management Advisory Committe~ 
Class Title 
General Services Manager 
9. Driving Rules Committee 
Class Title 
General Services Manager 
Senior Truck and Equipment 
Dispatcher 
10. Obsolete Materials Committee 
Class Title 
Construction Maintenance 
Superintendent 
11. Salvage Sales Committee 
Class Title 
General Services Manager 
12. Fleet Management Advisory Committee 
Class Title 
General Services Manager 
Ethnicity 
caucasian 
Ethnicity 
caucasian 
Black 
nh..nicit~ 
Asian 
Ethnicity 
caucasian 
Ethnicity 
Caucasian 
13. Council of Joint Apprenticeship Committees 
Class Title 
General Automotive Supervisor 
Construction and Maintenance 
supervisor 
Shops Superintendent 
Machinist Supervisor 
General Electrical Repair 
Supervisor 
Electrical Repair supervisor 
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sex 
M 
M 
M 
M 
M 
M 
Ethnicity 
Caucasian 
caucasian 
caucasian 
caucasian 
Hispanic 
Hispanic 
14. Automotive and Construction Equipment Repair Trades 
Joint Apprenticeship Committee 
Class Title 
General Automotive Supervisor 
Equipment Repair Supervisor 
Heavy Duty Equipment Mechanic 
Automotive Electrician 
Automotive Supervisor 
Equipment Repair Supervisor 
Senior Equipment Mechanic 
Sex 
M 
M 
M 
M 
M 
M 
M 
Ethnicity 
Caucasian 
Hispanic 
Hispanic 
Caucasian 
Caucasian 
Asian 
Black 
15. Electrical Repair Joint Apprenticeship Committee 
Class Iitle Sex Ethnicity 
General Electrical Repair M Hispanic 
Supervisor 
Senior Electrical Repair M Hispanic 
Supervisor 
Electrical Repair Supervisor M caucasian 
Electrical Repair Supervisor M Caucasian 
16. Metal Trades - Welder and Blacksmith Joint 
Apprenticeship Committee 
Class Iitle Sex 
Blacksmith M 
Welder Supervisor M 
Sheet Metal Worker M 
Structural Steel Fabricator M 
Ethnicity 
Black 
Hispanic 
Caucasian 
Caucasian 
17. Electrical Mechanic Joint Apprenticeship Committee 
Class Title sex Ethnicity 
Senior Electrical Mechanic M Caucasian 
Supervisor 
Senior Electrical Mechanic M Hispanic 
18. Machinist Joint Apprenticeship Committee 
Class Title 
Shops Superintendent 
Machinist Supervisor 
Machinist 
Machinist 
Machinist 
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Sex 
M 
M 
M 
M 
M 
Ethnicity 
Caucasian 
Caucasian 
Caucasian 
Caucasian 
Caucasian 
C. ~mployees Who Serve as Raters on Selection Interview 
Panels for Mid- and Upper-Management Positions 
1. 
Principal Power 
Principal Power 
Principal 
General 
M 
M 
M 
M 
M 
&;thnicity 
Hispanic 
Caucasian 
Caucasian 
Caucasian 
caucasian 
D. Skilled Craft are the ladder for many of the 
Section Manager positions the General Services 
Divis The absence of women in Skilled Craft 
positions eliminates them from competition for these 
management not having women section 
managers in our , the number of women 
candidates for Services Manager positions is 
also restricted. Services Manager the class 
into positions. 
bridge 
employees can 
The decision 
before an 
avoid being 
salary cut to 
Clerk Utility 
clerical employees can 
in wh most women 
work, therefore, do not 
classes and at a 
to 
, cler 
class. 
made 
Utility to 
to take a 
ipal 
that most 
classes, 
Division 
management 
rate. 
IV. Tables and Graphs 
A. - Work Force 
January 1, 1992. 
B. Table 2 -
through December 31 1991. 
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GENERAL SERVICES DIVISION 
WORK FORCE COMPARISONS 
January 1, 1991 and January 1, 1992 
Asian 
Total Caucasian* Black Hispanic American Filipino Women 
Category 1/91 1/92 1[91 1/92 1/91 1/92 1/91 1/92 1/91 1/92 1L91 1/92 ll91 1/92 
Officials and 2 3 2 3 0 0 0 0 0 0 0 0 0 0 
Administrators 
\ of Category 100 100 100 100 
Professionals 55 51 40 36 3 1 7 7 3 5 2 2 16 16 
\ of Category 100 100 12.1 70.6 5.5 2.0 12.7 13.7 5.5 9.8 .3.6 3.9 29.1 .31.4 
Technicians 4 5 2 3 0 0 0 0 1 1 1 1 0 0 
\ of cat&gory 100 100 50.0 60.0 -- -- -- -- 25.0 20.0 25.0 20.0 
..... 
Protective Service 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
~ \ of Category 100 100 
VI 
Paraprofessionals 4 4 3 3 0 1 0 0 1 0 0 0 2 0 
\ of Category 100 100 75.0 75.0 -- 25.0 -- -- 25.0 -·· -- -- 50.0 0 
Administrative Support 113 104 39 34 27 25 34 33 8 7 5 5 80 11 
% of category 100 100 34.5 32.7 23.9 24.0 30.1 31.7 7.1 6.7 4.4 4.8 70.8 74.0 
Skilled Craft 874 858 442 428 135 134 220 215 59 63 18 18 4 J 
\ of category 100 100 50.4 49.9 15.5 15.6 25.2 25.1 6.8 7.3 2.1 2.1 0.5 0.3 
Service/Maintenance 424 411 123 119 166 163 96 90 31 31 a s 26 26 
\ of category 100 100 29.0 29.0 39.2 39.7 22.6 21.9 7.3 7.5 1.9 1.9 6.1 6.3 
Division Totals 1476 1436 651 626 331 324 357 345 103 107 34 34 128 122 
\ of Work Force 100 100 44.1 43.6 22.4 22.6 24.2 24.0 7.0 7.5 2.3 2.4 8.7 8.5 
Population Parity 
(1990 Census) 37.3 13.0 39.9 6.7 2.5 49.8 
*Includes statistics for American Indians 
O/GSDBUOGET/affact92 
TABLE 2 
GENERAL SERVICES DIVISION 
PERSONNEL TRANSACTIONS* 
January 1, 1991 through December 31, 1991 
Regular Appointments (from Civil Service lists) 
Category Total Cauc** Blk Hisp A/A Fil Women 
Officials and Admin o 0 0 0 0 0 0 
Professionals 7 5 0 0 2 0 3 
Technicians o 0 0 0 0 0 0 
Protective Service 0 0 0 0 0 0 0 
Para-Professionals 0 0 0 0 0 0 0 
Administrative 5 1 3 0 0 1 4 
Support 
Skilled craft 46 25 7 10 4 0 0 
Service/Maintenance 6 5 0 1 0 0 0 
Division Totals 64 36 10 11 6 1 7 
100% 56.3% 15.6% 17.2% 9.4% 1.6% 10.9% 
Transfers and Reassignments (through bids) 
Category Total Cauc** Blk Hisp A/A Fil Women 
Officials and Admin 1 1 0 0 0 0 0 
Professionals 2 2 0 0 0 0 1 
Technicians 1 1 0 0 0 0 0 
Protective Service 0 0 0 0 0 0 0 
Para-Professionals 2 2 0 0 0 0 0 
Administrative 10 5 1 4 0 0 6 
Support 
Skilled Craft 55 27 8 16 3 1 0 
Service/Maintenance 26 12 6 8 0 0 1 
Division Totals 97 50 15 28 3 1 8 
100% 51.5% 15.5% 28.9% 3.1% 1.0% 8.2% 
*Includes only transactions into and within the division. 
**Includes statistics for American Indians. 
4/16/92 
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TABLE 2 - CONTINUED 
GENERAL SERVICES DIVISION 
PERSONNEL TRANSACTIONS* 
January 1, 1991 through December 31, 1991 
EMERGENCY. LIMITED AND PART-TIME APPOINTMENTS 
*** 
Category Total Cauc** Blk Hisp A/A 
Officials and Admin 0 0 0 0 0 
Professionals 1 1 0 0 0 
Technicians 0 0 0 0 0 
Protective Service 0 0 0 0 0 
Para-Professionals 6 4 2 0 0 
Administrative 5 1 .. 2 1 ..L 
Support 
Skilled Craft 3 3 0 0 0 
Service/Maintenance 2 1 1 0 0 
Division Totals 17 10 4 2 1 
100% 58.8% 23.5% 11.8% 5.9% 
* = INCLUDES ONLY TRANACTIONS INTO AND WITHIN THE DIVISION. 
** = INCLUDES STATISTICS FOR AMERICAN INDIANS. 
Fil Women 
0 0 
0 0 
0 0 
0 0 
0 0 
0 4 
0 0 
0 0 
0 4 
.0% 23.5% 
***=DOES NOT INCLUDE SHORT-TERM APPOINTMENTS, I.E., 1-5 DAYS AND VACATION RELIEF. 
4/16/92 
DW/GSBUOGET/AFFACT3 
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Human Resources Division 
1991 Affinnative Action From:ss Report 
I. Calendar Year 1991 
A. Overview 
The staffmg level in the Human Resources Division remained at 334 
employees. Minority employees currently comprise 70.96% of the 
Human Resources Division work force, a slight increase (.56%) from 
the previous reporting period. 
Officials/ Administrators - The of females increased to 
33.33% (2) with the appointment of a Caucasian female to Human 
Resources Director. 
Professionals - The representation of Blacks and Asian Americans in 
this category increased, 3.69% and 1.94%, respectively; both groups 
are above population parity. Hispanic representation decreased from 
16.8% (17) to 13.73% (14) of the category. The percentage of females 
also decreased slightly (1.4%). 
Technicians- Blacks constitute 100% of this category with 2 
employees. 
Protective Services - The number of Hispanic employees increased 
from 22 (17.7%) to 26 (21.14%), a 3.44% increase over the previous 
reporting period. Asian American and Filipino representation remained 
the same, .81% (1) and 2.44% (3), respectively. Although Blacks 
remain above population parity, their representation decreased from 
55.7% (69) to 52.85% (65). The number of females also decreased 
from 18 (14.5%) to 16 (13.01 %). 
Paraprofessionals - The representation of Blacks, Hispanics and females 
decreased. This change was due to the promotion of a Black female and 
an Hispanic female to the Professionals category. Budgetary constraints 
required that the positions remain vacant. All other groups remained at 
the same level of representation. 
Administrative Su;won - Hispanic representation increased slightly 
from 39.6% (38) to 39.8% (39); while the number of Asian Americans 
decreased from 12.5% (12) to 11.22% (11). The number of Black 
employees remained the same but their percentage of category 
decreased slightly from 34.4% to 33.67%. 
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B. Review of Goals. Programs. and Problems 
1.~ 
a. Appoint one female or minority Director of Human Resources. 
A Caucasian female was hired to serve as the Director of Human Resources for 
the Employee Services Section. 
b. Appoint one Hispanic Senior Security omcer and three 
Hispanic or female Security OMcers. 
. Four Hispanic males, one Black female and one Caucasian female were hired as 
Security Officers (regular appointments). Three Hispanic males were hired to 
limited positions. The goal of appointing an Hispanic Senior Security Officer 
was not met. 
c. Identify opportunities to recruit men into non-traditional 
jobs, such as the nursing and clerical fields. 
This goal was not met due to budgetary constraints. 
d. Look more closely at veteran issues and develop 
individualized programs to help veterans returning to 
the work place. 
The Vietnam Veterans Organization became a member organization on the 
Affirmative Action Advisory Council. Human Resources assisted in a survey to 
determine the number of Vietnam Veterans working at the Department (1,450). 
Returning Desert Storm veterans were assisted with counseling and benefits 
information. 
e. Study and identify more positive opportunities to deal with 
issues related to sexual orientation, such as a parenting class 
related to gay parents. 
Child Care Services began researching resources for gay families, and purchased 
materials on gay parenting for the Parent Resource Library. 
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f. Implement a&reements contained domestic partnership 
revisions to the Department lis Memoranda of Understandin& (MOU) • 
..... A.,..U."" were included the MOUs for Local 18, 
Jyia.nagement Employees Association. Unrepresented employees 
are also entitled to benefits under domestic partnership arrangement. 
g. Offer ~ment to assist people in 
obtaining community resourcrs. 
Human Resources staff a Literacy Awareness Week which included 
, a noontime parenting workshop, a literacy awareness fair, a book exchange and 
a raffle to promote Child Care Services Parent Resource Library. 
2. Program:i 
Professional Recruitment - Professional Recruitment and 
Outreach Office of the Employee Services Section conducted a 
College Relations Program in which staff and Department 
personnel coordinated and participated activities sponsored 
Black, Hispanic, and/or female organizations at various 
universities. 
The Recruitment Office Electrical, Mechanical and Civil 
Engineering Assistants throughout the Department for a total of 82 
during the current The Engineering 
Assistants were comprised of following: 
The 1991 Summer Student Program employed 112 
Electrical, Mechanical, and Civil Student Engineers, a 1.1% 
increase over 1990. Hispanic represented 32.1% of total 
hires, while females represented 33.9%. 
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The DWP Scholarship Program awarded scholarships to 61 
students in 1991. Scholarship recipients for the 1990-91 school 
year represented 6. 82% of total Engineering Assistant hires. 
Minority students comprised 80.3% of the recipients as follows: 
Black, 21.3%; Hispanic, 59.0%; Asian American, 4.9%; and 
Filipino, 1. 7%. Females represented 41 % of the total. 
The Summer Student Engineer Program and DWP Scholarship 
Program both focus on underrepresented Black, Hispanic, and 
female students and significantly impact the Department's 
affmnative action efforts. 
Tbe Civil Service Commission approved the issuing of Conference 
Bulletins which allows the Department to interview at student 
related conferences. 
Af'flrmative Action Training - The AAJE:f5.0 Unit staff conducted 
35 three-hour •sexual Harassment Awareness• programs for 680 
employees on a Department-wide and division-requested basis. 
In conjunction with the Sexual Harassment Awareness training, 
staff coordinated a special educational forum on the subject which 
was filmed by NBC and included as part of their national 
coverage of the Clarence Thomas confirmation hearings. AAAC 
members as well as EEO Coordinators were invited to participate 
in the forum. The Department's Sexual Harassment Awareness 
Programs were also featured on a local news program, KCOP. 
In response to employee concerns regarding sexual harassment in 
the work place, an informational package was sent to all 
employees. The package included a letter from the Director of 
Human Resources, an explanatory brochure, and the Mayor's 
Executive Directive 1-A (Revised). 
The •planning for Diversity" class, facilitated by Transformative 
Management, Inc. was conducted for 141 mid- and upper-
management employees. The program focuses on developing a 
strategic plan for managing a multicultural work force. 
Transformative Management, Inc. also provided a class in 
•valuing Differences• to 270 employees in the Commercial and 
Customer Services Divisions. The course explores the values and 
attitudes which individuals develop about people they perceive as 
different. · 
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nre~er1teci the Affmnative Action module 
"'u"'''"'"'"' for PD&C and PO&M. Seven 
"'""''~"""1 t"";1 to 107 employees. 
the • Selection Interview Training" 
De1Dar1tment classes, 6 Division classes). total of 409 
employees were 8-hour program deals with how to 
analyze a job and structure an interview package. 
Staff attended meetings Superintendent's Advisory 
Committee on the education and employment persons with 
disabilities for Angeles Unified School District and 
participated in the Employ-Ability job Staff hosted an 
information booth that acquainted students with career 
opportunities with the Department. 
A Phonic Ear Easy Listener FM System was purchased for use by 
hearing-impaired employees. The device can be borrowed from 
the Audiovisual Unit. 
A Telecommunication for the Deaf (TDD) was installed in 
the Affmnative Action Office. The TDD can transmit and receive 
teletypewriter signals over regular telephone lines, so that hearing-
impaired employees may communicate with the Affmnative 
Action Office. An was published in CONTACT to 
announce the acquisition. 
The Division consolidated to the integration of 
employees with disabilities into the work place. Activities 
included meeting with division managers and supervisors 
throughout the Department to identify opportunities for reasonable 
accommodation, assisting injured workers to reenter the work 
force, and coordinating the implementation of the Americans with 
Disabilities provisions. 
Division personnel coo'rCIIJnatc~ and participated in various job· 
fairs and career intended to reach out to minorities, women, 
and the disabled. events attended the 
NAACP Career the Urban League's Anniversary 
Career Connections, the 
"Young Latina Forum". 
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Expo, and the Second Annual 
Staff continued to work with the support group for women in 
nontraditional jobs. Development work began for a training 
program to assist women in entering utility skilled c taft positions. 
Education Liaison - Staff continued to the 68th Street 
Adopt-a-School Committee. A meeting was held with the 
Principal and Vice-Principal of 68th Street School discuss ways 
to improve the Division's program. The school administrators 
were asked to develop a priority list of things they would like 
Human Resources to provide to help achieve the adopt-a-school 
goals. These goals include improving attendance, increasing 
achievement levels, and encouraging the children to stay in 
school. 
An adopt-a-school committee of ten Human Resources employees 
was established. The committee will be involved in developing 
and implementing activities in support of the Division's adopt-a-
school program. 
The Human Resources Division administered the Youth Services 
Academy (YSA) on behalf of the Department. YSA's mission is 
to fmprove the readiness of "at risk" youths for careers with the 
City. During 1991, 71 of the 525 students employed by YSA 
worked at the DWP. These 71 students are comprised of 40 
females and 31 males, with the following ethnicity: 10 Blacks, 57 
Hispanics, 1 Asian American, and 3 Caucasians. 
Child Care Services - The Child Care Services program 
continued to provide a spectrum of services to DWP employees to 
help balance work and family life. In addition, greater efforts 
were made to deliver the programs and services to employees in 
outlying locations. 
The Expectant Parent Workshop series (7-weeks) was offered 
three times during the year to both men and women. Family 
members were also included for the first time. A total of 101 
employees and nine family members attended the workshops. 
Thirty employees who were not able to participate in the 
Workshops received individualized pregnancy 
instruction/ counseling. 
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site 
on-site and off-site 
18 employees utilized the on-
utilized pumps monthly. 
Res:ear1:h ..... "'"''"'T continued during The 
women 
mothers) and women who 
mothers). 
difference absenteeism between 
the Lactation Program (nursing 
not participate (non-nursing 
A we!I-pregnlanC ucv•;auvi;;;IU by DWP Child Care 
v~ .... 1,. .......... elrnP.IOYees and a nutrition component was 
Project was launched 1991. The program was designed 
to meet parenting needs of employees with teen children. Project 
Excel provides assistance to employees preparing for their 
children's future educational needs. Services include a data bank 
on colleges, universities, special training programs; and 
information on grants, scholarships, other financial resources. 
The Director of Human Resources appeared before a House of 
Representatives' Select Subcommittee on corporate child care 
issues. The Department was only company invited to appear. 
The two on-site DWP care centers (AOB &. GOB} were 
deferred to budgetary cutbacks. 
Employee Development Training - evening sessions of the 
"Civil Service Interview Skins• class was offered 14 times during 
1991. This 2-hour is offered to DWP employees who are 
interested in improving performance on oral examinations. 
Approximately 192 employees attended. 
The "DWP New Employee Orientation• was presented to 482 
employees thorough 11 sessions. Program topics include the Civil 
Service and examination process, the DWP Bid 
Process, and information about Division EEO Coordinators and 
Affirmative Action organizations. 
Two 1 0-week series of the Development Program" 
for new supervisors were conducted for a total of 37 employees. 
The series covers supervisory topics, including information 
on the supervisor's Affmnative Action responsibilities. 
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The two-day "Leadership Skills Program" was presented to 86 
employees with two years or more of supervisory experience. 
Seven sessions were conducted. 
The "Advanced Leadership Workshops", a program for those with 
two or more years of supervisory experience, was conducted for 
13 first- and second-level construction supervisors in PD&C. 
The Employee Protection Security Unit staff issued a security 
procedures reference manual to all Security Officers. A training 
series to familiarize the Officers with the concepts described in 
the manual was initiated. Eighty-five percent (85%) of the 
Officers have completed 75% of the program. The training is 
expected to provide the Officers with skills which enhance 
promotability (Minorities comprise 77.24% of the Protective 
Service occupational category). 
Wellness Program- Health issues such as high cholesterol, 
hypertension, and smoking are known to have a greater adverse 
impact on minority groups, women, and the disabled. 
The Wellness Program offered classes and health screenings 
addressing these issues. Cholesterol and blood pressure checks 
were given to over 600 employees. A pilot program, "Generating 
Wellness•, which targets employees working at the steam plants 
was developed. The "Generating Wellness" program will assist 
field employees to reduce their risks of developing cardiovascular 
disease. 
Mammography screenings were provided for interested employees 
within the targeted age group (35 +) or those who have a family 
history of breast cancer. Approximately 290 female employees 
participated in the program. 
Staff participated in the coordination of Walk 1991•. A 
total of 42 participants were officially registered for the 
Department team. 
The General Manager issued a bulletin on the Department's 
•smoke-Free Workplace Policy" to reiterate the Department's 
commitment to providing a healthy work environment for all 
employees. 
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3. Problems 
The overall representation 
decreased slightly. 
Human Resources 
While the overall representation of employees 
increased, their in the Erofessionals category 
decreased from 16.8% to 13.73%. 
n. Calendar Year 1921 
A. Overview 
The total number positions to be filled in 1992 due to 
retirements, transfers and promotions is undetermined; however, 
the Division will continue to fill vacancies through eligible lists, 
bids and transfers with Affmnative Action goals in mind. Due to 
budgetary constraints, there will be fewer opportunities to hire in 
1992 than were available in 1991. 
B. Goals and Programs 
a. Increase Hispanic representation in the Erofessionals category. 
b. Increase the employment employees with disabilities by 3 within the 
Human Resources Division. 
c. Promote integration of individuals with disabilities into the Department 
work force and identify opportunities providing reasonable 
accommodations. 
d. Implement •utility Craft Pre-training Program • to facilitate the 
placement of underrepresented minorities and women into utility Skilled Craft 
positions. 
e. Appoint a male in a non-traditional job classification. 
f. Within budgetary guidelines, add two bridge class positions. 
1 
g. Within budgetary guidelines, appoint an individual from an 
underrepresented group or a female to a Senior Utility Management Assistant 
• A • position. 
h. Subject to the continuation of the Youth Service Academy, appoint an 
individual to the Professionals category with experience in inter-city youth 
issues. 
2. Pro~rams 
Professional Recruitment will broaden its recruitment base by 
participating in student related conferences. This will increase the 
potential Engineering Assistant candidate pool and allow the 
Department to reach a more diverse population. 
Afrumative Action Training will include the following: 
Human Resources Division will continue to participate in career 
and job fairs which reach minorities, women and the disabled. 
A proactive approach will be used to remove any barriers to 
integrating individuals with disabilities into the Department work 
force. 
Sexual Harassment A wa.reness training will continue to be offered 
Department-wide and for divisions upon request. 
Child Care Services will continue to expand its services by 
moving from a •child care• perspective to a broader •family care• 
perspective. 
Employee Development Training will continue to focus on 
assisting employees in improving their skills and proficiency in 
the areas of supervision, leadership and administration. The 
programs will continue to be designed to increase work force 
productivity and to improve employee promotability. 
The Wellness Program will continue its efforts to offer classes 
and health screenings which deal with issues known to adversely 
impact women, the disabled and certain minority groups. 
Continuing courses will include blood pressure and cholesterol 
screening, breast cancer program, the "Generating Wellness 
program • and smoking ces$8.tion. 
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The Department will continue its to a smoke-free 
workplace. Additional emphasis will be placed on providing 
smoking cessation classes to employees transferring to the AOB, 
and facilities. 
m. OtherAn;as 
The Department's recent reorganization cm1ted an AA/EEO position (Director, 
Affirmative Action/Equal Employment Opportunity) in the General Manager's Office. 
Responsibility for providing some the programs described in this report will move 
to the General Manager's office staff for the next reporting period. 
Additionally, as part of the reorganization the Employee Protection Section of Human 
Resources was reclassified as a Division. The work force comparisons in this report 
include the employees from the Employee Protection Section. For the next reporting 
period, the Employee Protection Division will submit a separate report to describe 
their activities. 
The Department fulfilled obligations under the Hickey Consent Decree, and is 
no longer required to report on the hiring termination rates for individuals with 
disabilities. 
A. High visibility positions 
Director of Human Resources 
Principal Utility Mgmt. Asst. 
Senior Utility Mgmt. Asst .. "A" 
Develop Department-wide policies and programs 
related resources management. 
Manage human resources programs related 
to Department-wide Disability Management. 
Manage government required medical 
surveillanceand substance abuse awareness 
programs. 
Represent the 
negotiations. 
Advise management and employees in handling 
grievances and discipline. 
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B. :Management and Executive Committees 
1. Management Recruitment Committee (Engineering Recruitment) 
Class Title 
Senior Utility Mgmt. Asst. Caucasian 
2. Joint Safety Committee 
3. 
4. 
s. 
6. 
7. 
Class Title 
Human Resources Director 
Sa. 
M 
Ethnicity 
Caucasian 
Employee and Building Protection Program Committee 
Class Title Sa. Ethni~i~ 
Medical Director M Caucasian 
Educational Advisory Committee 
Class Title Sn Etbni~i~ 
Human Resources Director F Caucasian 
Joint Health Care Committee 
Class Title Sn Etbni~i~ 
Human Resources Director F Caucasian 
Human Resources Director M Caucasian 
Principal Clerk F Hispanic 
Electrical Mechanic Joint Apprenticeship Committee 
Class Title Sn Ethni~i~ 
Utility Management Asst. F Black 
Machinist Joint Apprenticeship Committee 
Class Title Sn Ethni~i~ 
Utility Management Asst. F Black 
8. Metal Trades-Welder and Blacksmith Joint Apprenticeship Committee 
Class Title 
Utility Management Asst. · 
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Ethnici~ 
Black 
9. Electrical Repair Joint Apprenticeship Committee 
Class Title 
Utility Management Asst. 
Ethnicity 
.Black 
10. Electric Magnetic Field Issues Management Committee 
Class Title 
Human Resources Director 
& 
M 
11. Utility Craft Pre-training Task Force 
Class Title 
Human Resources Director 
Utility Management Asst. 
Utility Management Asst. 
& 
F 
F 
M 
Etbnicity 
Caucasian 
Ethnicity 
Caucasian 
Black 
Caucasian 
12. Human Resources Infonnation System Steering Committee 
Class Title 
Human Resources Director 
Human Resources Director 
SM 
F 
M 
Ethnicity 
Caucasian 
Caucasian 
13. Management Development Committee (subcommittee- Executive 
Policy Committee) 
Class Iit1~ 
Human Resources Director 
Utility Management Asst. 
~ 
F 
F 
14. Total Quality Management Committee 
Class Title 
Human Resources Director 
Senior Utility Mgmt. Asst. 
~ 
F 
F 
Ethnicity 
Caucasian 
Asian American 
Ethnicity 
Caucasian 
Hispanic 
15. Workforce 2000 Issues Management Committee 
Class Iitle 
Human Resources Director 
161 
Ethnjcity 
Caucasian 
C. Selection Interview Raters 
Employees who served as selection interview raters for mid- and upper-
management positions during 1991. 
1. Human Resources Director 
Raters' Class Titles 
Principal Waterworks Engineer 
Human Resources Director 
2. Human Resources Director 
Raters' Class Titles 
Principal Waterworks Engineer 
Human Resources Director 
Sa. 
M 
F 
Sa. 
M 
F 
3. Principal Utility Management Assistant 
Raters' Class Titles 
Human Resources Director 
~uman Resources Director 
Sa. 
F 
F 
Etbnicity 
Caucasian 
Caucasian 
Ethnicity 
Caucasian 
Caucasian 
Ethnicity 
Caucasian 
Caucasian 
4. Senior Utility Mana&ement Assistant "A" (2 positions) 
Raters' Class Titles 
Human Resources Director 
Human Resources Director 
Principal Utility Mgmt. Asst. 
D. Glass Ceilin& Impact 
~ 
F 
M 
M 
Ethnicity 
Caucasian 
Caucasian 
Caucasian 
Women and minorities have traditionally been well represented in the Human 
Resources Division including mid- and upper-level management positions. During this 
reporting period, a female was appointed to Human Resources Director to manage the 
Employee Services Section. 
Minority representation in the Professionals category is 48.04% and the female 
representation is 45.10%. This should provide the Division with a diverse candidate 
pool when filling positions in mid- and upper-level management. Issues such as 
budgetary constraints and the move to "flatten• the organization will impact the 
number of opportunities the Division has to promote women and minorities. 
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IV. Tables and Graphs 
A. Table 1 -Human Resources Division Work Force Comparisons, January 1, 1991 and 
January l, 1992. (See Attached) 
B. Table l- Human Resources Division Personnel Transactions, January 1, 1991 through 
December 31 , 1991. (See Attached) 
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TABlE 1 
tfUMAN RESQURCES DIVISIQN WQRK FQRCE CQMPARISQNS 
January 1. 1991 and January 1. 1992 
Asian 
Total Caucasian• Black Hispanic American Filipino Women 
1191 1192 119L_~_119_2 l/91 ____ 1192 1L91 U~Z 1/91 1192 1191 1LD2 1/91 1LD2 
Officials and Admin. 5 6 5 6 0 0 0 0 0 0 0 0 1 2 
% of Category 100 100 100 100 - - M - $ - - 20.0 33.33 
Professionals 101 102 56 54 22 26 17 14 6 8 0 0 47 46 
% of Category 100 100 55.5 52.94 21.8 25.49 16.8 13.73 5.9 7.84 - - 46.5 45.10 
Technicians 3 2 1 0 2 2 0 0 0 0 0 0 1 1 
% of Category 100 100 33.3 0 66.1 100 
- - -
$ 
- -
50.00 
~--' Protective Service 124 123 29 28 69 65 22 26 1 1 3 3 18 16 
of Category 100 100 23.4 22.76 55.7 52.85 17.7 21.14 0.8 .81 2.4 14.5 13.01 
U1 
Paraprofessionals 5 3 0 0 2 1 2 1 1 1 0 0 4 2 
% of Category 100 100 . . 40.0 33.33 40.0 33.33 20.0 33.33 - - 80.0 66.67 
Administrative Support 96 98 8 10 33 33 38 39 12 11 5 5 93 92 
% of Category 100 100 8.3 10.20 34.4 33.67 39.6 39.80 12.5 11.22 10 96.9 93.88 
Skilled Craft 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
% of Category 
Service Maintenance 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
% of Category 
DIVISION TOTALS 334 334 99 98 128 127 79 80 20 21 8 8 164 159 
% Of Work Force 100 100 29.6 29.34 38.3 38.02 23.7 23.95 6.0 6.29 2.4 2.40 49.1 47.60 
Population Parity 
-- -
37.3% 13.0% 39.9% 6.7% 2.5% 49.8% 
(1990 census» 
•Includes statistics for American Indians 
TABLE 2 
HUMAN RESOURCES DIVISION 
PERSONNEL TRANSACTIONS• 
January 1, 1991 through December 31 , 1991 
Regular APpointments !from Civil Service lists! 
Category Total Cauc.•• Black Hisp. A/A Fil. Women 
Off•cials and Administrators 2 2 0 0 0 0 1 
Professionals 12 8 4 0 0 0 7 
Technicians 0 0 0 0 0 0 0 
Protective Service 13 3 7 3 0 0 2 
Paraprofessionals 2 0 1 0 1 0 1 
Administrative Support 3 1 1 1 0 0 3 
Skilled Craft 0 0 0 0 0 0 0 
Service/Maintenance 0 0 0 0 0 0 0 
Division Totals 32 14 13 4 1 0 14 
100% 43.75% 40.63% 12.5% 3.13% 0 43.75% 
Transfers and Reassignments (through bids) 
Category Total Cauc.•• Black Hisp. A/A Fil. Women 
Officials and Administrators 0 0 0 0 0 0 0 
Professionals 6 4 1 0 1 0 4 
Technicians 0 0 0 0 0 0 0 
Protective Service 1 0 0 1 0 0 0 
Paraprofessionals 0 0 0 0 0 0 0 
Administrative Support 9 2 3 3 1 0 9 
Skilled Craft 0 0 0 0 0 0 0 
Service/Maintenance 0 0 0 0 0 0 0 
Division Totals 16 6 4 4 2 0 13 
100% 37.5%· 25.0% 25.0% 12.5% 0 81.25% 
Includes only transactions .i.!.UQ and within the division. 
•tncludes statistics for American Indians. 
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January 1, 1991 31, 1991 
Emergency. limited and Part-time Appointments •" • 
Category Cauc. *" Hisp. A/A Fii. Women 
Officials and Administrators 0 0 0 0 0 0 0 
Professionals 0 0 1 0 0 0 0 
Technicians 0 0 0 0 0 0 
Protective Service 8 1 3 3 0 0 0 
Paraprofessionals 1 0 1 0 0 0 0 
Administrative Support 3 0 0 1 2 0 3 
Skilled Craft 0 0 0 0 0 0 0 
Service/Maintenance 0 0 0 0 0 0 0 
Division Totals 12 1 5 4 2 0 3 
1 41.7% 33.3% 1 0 25% 
"Includes only l!:!1Q and the division. 
• • includes statistics for American Indians. 
"Does not include short-term appointments, 1 
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I. Calendar Year 1991 
A. 
B. 
Overall, s work 
representation increased by 1 
Slight percentage decreases 
and Filipinos who increased 
year. 
not significantly. 
largely due to a decrease in Caucasians. 
ethnic with the exception of Blacks 
and 0.6 percent, respectively, from last 
The number of Hispanic did not 
Divisionwide. women rep1resentatum 
percent. In Professionals catc~2o1rv 
Professionals while in 
traditional stronghold, a 
The Division met 
Appoint one 
This goal was 
it is significant to note 
and 10.0 
a Black male this position. 
This goal was met appointing a Hispanic female to this position. 
Appoint one 
position. 
or 
This goal was met 
Management Aide """'"t•r•n 
169 
to 
a Filipino male to the 
Continue to increase Hispanic representation in the Professionals category. 
This goal was not met. The number of Hispanics in the Professionals 
category did not change. 
2. Programs 
As vacancies occurred in the Division, women and minorities were provided 
opportunities to train at potential promotional level positions, as follows: 
o Two females, one Hispanic clerical employee and one Filipino Assistant 
Utility Buyer, were appointed to Management Aide and Utility Buyer 
emergency positions, respectively. 
o A female Caucasian Senior Clerk Typist was appointed to a limited 
Principal Clerk Utility level, to provide her with experience at a 
promotional level position for which she was an eligible candidate. 
Likewise, a female minority Utility Buyer was appointed to a limited 
Senior Utility Buyer position, also to provide her with experience at that 
level. 
o As absences in the clerical supervisory and assistant supervisory levels 
occurred, each Section rotated the lower Senior Clerk Typist levels to 
perform at the higher positions to provide them with broader exposure to 
other duties and responsibilities and to provide these employees with 
supervisory experience. 
The Division participates in the various programs which assist disadvantaged 
youths. Purchasing has four Youth Services Academy workers, and annually 
requests four student workers in the Downtown Business Magnet Program. 
Approximately 6-7 summer student workers are also hired annually. 
3. Problems 
As in years past, Purchasing continues to have the same, historic problem in 
trying to increase Hispanics in its work force. The basic problem is that the 
eligibles• list for the entry level Assistant Utility Buyer position normally does 
not contain many Hispanic candidates. Until a greater number of Hispanics is 
available at the entry Assistant Utility Buyer level, Hispanics will likely remain 
underrepresented in Purchasing Services. 
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III. Other Areas 
A. The 
Class Title Area of Responsibility 
Department's Women/Minority 
Business Enterprise (W/MBE) Program; achieve 
Department W /MBE goals. 
""LL''"'" ... Board meetings and respond to Board 
questions regarding Purchasing items. 
contracts. 
Employee~ who serve on Management and Executive Committees include: 
I. 
Class Title 
Buyer 
3. 
Class Title 
Buyer 
M 
M 
M 
M 
Ethnicity 
Hispanic 
Caucasian 
lahnicjty 
Caucasian 
Ethnicity 
Caucasian 
4. Purchasing and SpecificatiQns Task FQrce User Sup,port Subcommittee 
of Purchasing Services 
Utility 
....... uv• Clerk Typist 
1 1 
F 
F 
Bhnicity 
Hispanic 
Black 
Asian 
A review of the candidate pool in the Buying classifications reveals the current 
entry level eligibles• list has 6-8 individuals with Hispanic surnames; one 
potential Hispanic candidate in the Utility Buyer eligibles' list who is reachable; 
two Hispanic Utility Buyers currently employed in Purchasing with potential 
promotional opportunity into the Senior Utility Buyer class; and one Hispanic 
female with a possible promotional opportunity at the Director of Purchasing 
Services class. 
II. Calendar Year 1992 
A. Overview 
Purchasing Services is well represented in all ethnic groups, with the exception of 
Hispanics. In 1992 the focus will be on increasing hires of Hispanics at the entry 
level class, where several Hispanic eligibles are currently available. 
B. Goals and Pro~:rams 
0 
0 
0 
0 
0 
Hire two females or minorities at the Assistant Utility Buyer class. 
Appoint one female or minority to Senior Utility Buyer position. 
Appoint one female or minority to Manager-level Senior Utility Buyer 
position. 
Appoint two females or minorities to Utility Buyer positions. 
Continue to intensify efforts to hire Hispanics into the Buying profession. 
2. Programs 
0 
0 
Rotate buying staff, including journeyman and higher level buying staff 
more frequently to provide employees with experience in the various 
procurement sections as a means to assist them achieving higher 
examination scores at the promotional levels. 
Recruit in local colleges/universities by contacting .&.u.,..., .... student business 
clubs and organizations. 
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D. 
7. 
Not 
W /MBE Advjsory Council 
Director 
Assistant Director 
Buyer 
Buyer 
M 
Services M 
M 
F 
Hazardous Materials and Waste Procedures Manual Task Grow 
Class Title 
Utility 
Management Assistant 
Senior Clerk 
F 
F 
Ethnicity 
Hispanic 
Caucasian 
Black 
Hispanic 
Ethnicity 
Caucasian 
Ethnicity 
Filipino 
Hispanic 
the positions" listing, the only 
position identified as re]:lre~;enltaU at these levels is the Director of Purchasing 
Services, which only one vv~•nA"'" 
entry level to the Director position, there are only two levels for potential 
promotional opportunity, Utility Buyer and the Senior Utility Buyer. Because 
only four exist level (Senior Utility Buyer), the bulk the 
level; 10 the entry level) compete for the 
Buying staff, as a rule, most stay in these 
uuo:~.~.n ... to compete in other more fields such as the 
Management series. 
to develop additional promotional levels have not 
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One future opportunity may lie in the Purchasing reorganization and Purchasing 
process review cited by the Decennial Audit as making Purchasing, Stores, and other 
organizations merge as a Materials Management Division. 
In the interim, little opportunity exists for promoting current staff to mid- and upper-
level Management positions. 
IV. Tables and Graphs 
A. Tab1e 1 - Work Force Comparisons, January 1, 1991, and January 1, 1992 (see 
attached format). 
B. Table 2 - Personnel Transactions, January 1, 1991, through December 31, 1991 
(see attached format). 
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PURCHASING SERVICES 
WORK FORCE COMPARISONS 
January 1, 1991 and 1, 1992 
Total Caucasian• Black Hispanic Asian Amer. Filipino Women 
1191 1191 1/92 1191 
Officials & Admn 2 2 1 1 0 0 1 1 0 0 0 0 0 0 
%of Category 100 100 50.0 50.0 0.0 0.0 50.0 50.0 0.0 0.0 0.0 0.0 0.0 0.0 
Professionals 42 41 14 14 13 12 4 4 ., 1 4 4 18 11 
% of Category 100 100 33.3 34.1 31.0 29.3 9.5 9.8 16.7 11.1 9.5 9.8 42.9 41.5 
Technicians 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
'Itt of Category 
..... Protective Srvc 0 0 0 0 0 0 0 0 (I 0 0 0 0 
"" \.11 % of Category 
Paraprofessionals. 1 1 0 0 0 0 0 0 1 0 0 1 1 0 
% of Category 100 100 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 100.0 100.0 0.0 
Admin. Support 41 44 11 9 13 15 9 9 6 4 8 7 44 41 
% of Category 100 100 23.4 20.5 27.7 34.1 19.1 20.5 12.8 9.1 11.0 15.9 93.6 93.2 
Skilled Craft 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
'Itt of Category 
Service Mntnc 0 0 0 0 0 0 0 0 0 0 0 0 0 
% of Category 
Division Totals 92 88 26 24 • 26 27 14. 14 11 12 12 63 58 
% of category 100 100 28.3 27.3 28.3 30.7 15.2 15.9 15.2 12.5 13.0 13J) 68.5 65.9 
Population Parity 
---- ----
37.3 13.0 39.9 6.7 2.5 49.8 
(1990 Census) 
• Includes statistics for American Indians 
c:\data\symphony\043 4/27/92 
PURCHASING SERVICES 
PERSONNEL TRANSACTIONS• 
January 1, 1991 through December 31, 1991 
B!gular Appointments (from Civil Service Lists> 
Category Total Cauc.•• Blk. Hisp. AJA Fll. Women 
Officials and Administrators 0 0 0 0 0 0 0 
Professionals 4 1 3 0 0 0 1 
Technicians 0 0 0 0 0 0 0 
Protective Service 0 0 0 0 0 0 0 
Paraprofessionals 1 0 0 0 0 0 
Admin. Support 3 0 2 0 1 0 3 
Skilled Craft 0 0 0 0 0 0 0 
Service/Maintenance 0 0 0 0 0 0 0 
Division Totals 8 1 5 0 1 1 4 
100% 12.5% 62.5% 0.0% 12.5% 12.5% 50.0% 
Tr;ansfers and Reassignments (through bidS) 
Category Total Cauc.•• Blk. Hisp. AJA Fil. Women 
Officials and Administrators 0 0 0 0 0 0 0 
Professionals 0 0 1 0 0 1 
Technicians 0 0 0 0 0 0 0 
Protective Service 0 0 0 0 0 0 0 
Paraprofessionals 0 0 0 0 0 0 0 
Admin. Support 3 0 1 0 1 1 3 
Skilled Craft 0 0 0 0 0 0 0 
Service/Maintenance 0 0 0 0 0 0 0 
Division Totals 4 0 1 1 1 1 4 
100% 0.0% 25.0% 25.0% 25.0% 25.0% 100.0% 
•Jncludes only transactions Into and within the division. 
• "Includes statistics for American Indians 
c:\data\symphony\046 3124/92 
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TABLE 2 - CONTINUED 
PURCHASING SERVICES 
PERSONNEL TRANSACTIONS• 
January 1, 1991 through December 31, 1991 
Emergency, limited, and Part-Time Appointments• • • 
Category Total Bile. Hisp. AlA Women 
Officials and Administrators 0 0 0 0 0 0 0 
Professionals 4 0 1 0 0 3 4 
Technicians 0 0 0 0 0 0 0 
Protective Service 0 0 0 0 0 0 0 
Paraprofessionals 0 0 1 0 0 0 
Admin. Support 1 1 1 2 2 6 
Skilled Craft 0 0 0 0 0 0 0 
Service/Maintenance 0 0 0 0 0 0 0 
Division Totals 12 2 2 2 5 10 
100% 8.3% 16.7% 16.7% 16.7% 41.7% 83.3% 
•Includes transactions into and within the division. 
• *Includes statistics for American Indians. 
• • •Does not Include short-term appointments, i.e., 1-5 days and vacation relief. 
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STORES 
1991 AFFIRMATIVE ACTION PROGRESS REPORT 
I. Calendar Year 1991 
A. Overview - 1 overall fing decreased 
eleven, from 277 266. With this reduction, total 
minority and female representation in Stores 
decreased only slightly, from 58.8% to 58.3%, and 
26.7% to 26.3%, respectively. 
Black and Filipino representation was above parity, 
and Asian American representation was only 1.1% 
below parity. Although Hispanic representation had 
been very near parity in comparison to the 1980 
Census figures, the tremendous increase in the 
Hispanic population as reflected in the 1990 Census 
left Stores 12.8% short of parity for that ethnic 
group. 
More than three quarters of the Stores work force is 
in the Service/Maintenance category, where Black, 
Hispanic, and female representation showed slight 
gains in percentage representation during the year. 
However, Asian American representation in this 
category decreased from 4.8% to 3.4%, and Filipino 
representation was unchanged at 0.5%. 
Approximately 20% of Stores employees are in the 
Administrative Support category. Black, Asian 
American, Filipino, and female representation 
remained well above parity in this category; and, 
although it is below the new 1990 Census figure for 
parity, Hispanic representation increased in this 
category by 3.6%. 
B. Review of Goals. Programs, and Problems 
1. Goals 
Specific goals were appoint one female Ware-
house and Toolroom Worker, one female Store-
keeper, and one female Asian American or Black 
Utility Management Assistant. 
* One female Warehouse and Toolroom Worker was 
appointed from the Civil Service list. 
* one femal~ Storekeeper was appointed from the 
Civil Service list. 
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* No Utility Management Assistant was hired 
during the year, primarily due to budget 
constraints. This goal will be pursued in 
calendar year 1992. 
2. Programs 
Seven high school students were employed through 
the Summer Youth Employment Training Program, 
three as clerk trainees and four as warehouse 
trainees. All seven were minorities (six 
Hispanic and one Asian American), and five were 
female. Two of the females were placed in the 
traditionally male warehouse trainee positions. 
Cross-training was implemented where possible, 
particularly in the clerical series where a 
changing workload and reduced staffing allowed 
some job restructuring. One Hispanic female in 
the Administrative Support category was 
temporarily loaned to General Services Division, 
on a 6-hour-per-day basis, to assist them with a 
backlog of work. During this ongoing temporary 
assignment, she is benefitting from exposure to 
new clerical functions and training in various 
computer programs. 
Stores encourages transfers for employees to 
develop additional skills and maintains a formal 
but voluntary transfer program. 
Stores employees were trained in Effective 
Written Communication and Business Writing, 
various personal computer programs, and 
Hazardous Material handling and documentation 
procedures. They also attended Sexual Harass-
ment, Selection Interview, and Welcome to 
Management classes. 
3. froblems 
There were 35.5% fewer opportunities to appoint 
in 1991 than in 1990. 
At 10.3%, female representation remained well 
below parity in the Service/Maintenance 
category. Female candidates remained scarce in 
this traditionally male category, but one woman 
was hired for an entry-level warehouse position, 
one was hired as an entry-level Storekeeper, one 
promoted to a higher-level Storekeeper position, 
and one promoted to Senior Storekeeper. 
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II. Calendar Year 1992 
A. budget , 
B. 
opportunities for 
1. Where 
are approved, 
igible 
, and be open to bid. 
Stores will its minority 
representation to reach parity levels for 
Hispanics and Filipinos, the two currently under-
represented groups, and females. 
1. Goals 
a. Increase female representation in the 
Service category. 
(1) Appoint least one female Warehouse 
and Toolroom Worker. 
(2) 
b. Increase 
Service 
(1) 
Increase 
in the 
at one female Store-
representation in the 
category. 
Hispanic Warehouse 
and/or 
and female representation 
category. 
(1) one female minority Utility 
Management Assistant. 
2. Programs 
Stores participate the Summer 
Youth Employment Training Program, where active 
participation both Hispanic and female high 
school students has the potential of improving 
those groups' representation levels in the 
future. 
A Stores-wide cross-training 
~o employee 
knowledge selective, temporary assign-
ments to unfamiliar duties. 
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Stores will resume its in-house training program 
and continue sending personnel to classes 
provided by Human Resources in order to enhance 
career development and upward mobility. 
III. Other Areas 
Stores employees serving on Management and Executive 
Committees are as follows: 
1. Hazardous Substance Management Advisory Committee 
Class Title Ethnicity 
Stores Superintendent caucasian 
2. Obsolete Materials Committee (Chairperson) 
Class Title Ethnicity 
Stores Superintendent M Caucasian 
IV. Tables and Graphs 
A. Table A - Work Force Comparisons, January 1, 1991 
and January 1, 1992, (see attached). 
B. Table A - Personnel Transactions, January 1, 1991 
through December 31, 1991, (see attached). 
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TABLE 1 
STORES 
WORK FORCE COMPARISONS 
----------------------January 1, 1991 and January 1, 1992 
Tot caucasian* Black Hi span Asian Amer. Filipino Women 
1/91 1/92 1/91 1/92 1/91 1/92 1/91 1/92 1/91 1/92 1/91 1/92 1/91 1 2 
----------- ---------- ----------- ----------- ----------- -----~----- -----------Officials & Admn. 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
% of category 
Professionals 9 9 6 6 0 0 3 3 0 0 0 0 1 1 
% of category 100 100 66.7 66.7 -- -- 33.3 3.3 -- -- -- -- 11.1 11.1 
Technicians. 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
% of category 
~Protective srvc. 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
w % of category 
Paraprofessionals 1 0 0 0 1 0 0 0 0 0 0 0 1 0 
% of Category 100 -- -- -- 100 -- -- -- -- -- -- -- 100 
Admn. Support 57 53 16 15 12 0 13 14 10 8 6 6 51 48 
% category 100 100 28.1 28.3 21.1 18.9 22.8 26.4 17.5 15.1 10.5 11.3 89.5 90.6 
skilled craft 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
% of category 
Service/Mntnc. 210 204 92 90 51 51 56 55 10 7 1 1 21 21 
% of category 100 100 43.8 44.1 24.3 25.0 26.7 27.0 4.8 3.4 0.5 0.5 10.0 10.3 
D sion Totals 277 266 114 111 64 61 72 72 20 15 7 7 74 70 
% of category 100 100 41.2 41. 23.1 22"9 26.0 27.1 7.2 5.6 2.5 2.6 26.7 26.3 
Population Parity -- -- 37.3 13.0 39.9 6.7 2.5 49.8 
(1990 census) 
*Includes statistics for American Indians. 
TABLE 2 
STORES 
PERSONNEL TRANSACTIONS* 
January 1, 1991 through December 31, 1991 
Regular Appointments (from Civil service lists) 
Category Total cauc. ** Blk. Hisp. A/A Fil. Women 
-----------------------------------------------------------------------Officials and Administrators 0 0 0 0 0 0 0 
Professionals 0 0 0 0 0 0 0 
Technicians 0 0 0 0 0 0 0 
Protective service 0 0 0 0 0 0 0 
Paraprofessionals 0 0 0 0 0 0 0 
Administrative support 4 2 0 1 0 1 4 
Skilled craft 0 0 0 0 0 0 0 
Service/Maintenance 20 10 4 6 0 0 2 
----------------------------------------------------------------------Division Totals 24 12 4 7 0 1 6 
----------------------------------------------------------------------100% 50.0% 16.7% 29.2% 0.0% 4.2% 25.0% 
Transfers and Reassignments (through bids) 
------------------------------------------
Category Total cauc. ,..,.. Blk. Hisp. A/A Fil. women 
-----------------------------------------------------------------------Officials and Administrators 0 0 0 0 0 0 0 
Professionals 2 1 0 1 0 0 0 
Technicians 0 0 0 0 0 0 0 
Protective service 0 0 0 0 0 0 0 
Paraprofessionals 0 0 0 0 0 0 0 
Administrative support 5 1 0 3 0 1 4 
Skilled Craft 0 0 0 0 0 0 0 
service/Maintenance 15 9 4 2 0 0 1 
---------------------------~------------------------------------------Division Totals 22 11 4 6 0 1 5 
100% 50.0% 18.2% 27.3% 0.0% 4.5% 22.7% 
*Includes only transactions into and within the division. 
**Includes statistics for American Indians. 
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TABLE 2 - Continued 
STORES 
PERSONNEL TRANSACTIONS* 
January 1, "1991 through December 31, 1991 
Emergency, Limited and Part-Time*** Appointments**** 
----------------------------------------------------
category Total cauc. ** Blk. Hisp. A/A Fil. Women 
-----------------------------------------------------------------------Officials and Administrators 0 0 0 0 0 0 0 
Professionals 0 0 0 0 0 0 0 
Technicians 0 0 0 0 0 0 0 
Protective Service 0 0 0 0 0 0 0 
Paraprofessionals 0 0 0 0 0 0 0 
Administrative support 1 0 0 0 1 0 1 
Skilled craft 0 0 0 0 0 0 0 
service/Maintenance 2 0 2 0 0 0 0 
Division Totals 3 0 2 0 1 0 1 
100% 0.0% 66.7% 0.0% 33.3% 0.0% 33.3% 
*Includes only transactions into and within the division. 
**Includes statistics for American Indians. 
***Part-time employees shown in parentheses following totals. 
****Does not include short-term appointments, i.e., 1-5 days and vacation 
relief. 
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POWER SYSTEM 
1991 AFFIRMATIVE ACTION PROGRESS REPORT 
I. Calendar Year 1991 
A. Overview 
The total number employees in the Power system 
decreased 6,295* to 6,220** (-1.2 percent) during 1991. 
The Management Information Services Division (MIS).was 
functionally reassigned to the Power system on November 1, 
1991. However, In order to have a common base for 
comparison of changes in the representation of minorities 
and women during the year, the January 1, 1991 data in this 
report have been adjusted to include MIS. 
The Officials and Administrators category 
increased from 83 to 87 employees Blacks, Hispanics and 
women had improvements in both their numerical and 
percentage representation. Blacks increased from three to 
five employees and their percentage representation went 
from 3.6 percent to 5.7 percent. Hispanics increased from 
eight to nine employees and their percentage representation 
rose from 9.6 percent to 10.3 percent. While the number of 
Asian Americans and ipinos remained the same, their 
percentage representation declined slightly. Women made 
notable gains this category. With the appointment of 
one Black female and one Hispanic female to Information 
Systems Manager, their representation in this category 
increased from seven to nine employees and their percentage 
representation climbed from 8.4 percent to 10.3 percent. 
Other minority appointments in this category during the 
year included one Black male and one Hispanic male to 
Principal Power Engineer and one Black male to Transmission 
and Distribution Superintendent. 
In the Professionals category, the total number 
of employees increased from 1,328 to 1,363. While Blacks 
increased from 114 to 117 employees, their percentage 
representation remained at 8.6 percent. Hispanics 
increased both their numerical and percentage 
representation, increasing from 130 to 141 employees and in 
their percentage representation from 9.8 percent to 10.3 
percent. Asian Americans and Filipinos, who were already 
above population parity in this category, continued to make 
further numerical and percentage gains. As in previous 
years, women again made significant progress, increasing 
from 256 to 271 employees and in their percentage 
representation from 19.3 percent to 19.9 percent. 
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The total number of employees in the Technicians 
category increased from 761 to 789. Blacks had major gains 
in this category, increasing from 93 to 106 employees and 
in their percentage representation from 12.2 percent to 
13.4 percent. As a result of these increases, they are now 
above population parity. Hispanics also had a considerable 
improvement in their representation, increasing numerically 
from 114 to 124 employees and in their percentage 
representation from 15.0 percent to 15.7 percent. Asian 
Americans and Filipinos had slight numerical gains and 
they continued to be above population parity. Women made 
exceptional progress in this category, increasing from 68 
to 81 employees and in their percentage representation from 
8.9 percent to 10.3 percent. 
At the end of the year, there were again no 
employees in the Protective Service category in the Power 
Sys~em. 
The Paraprofessionals category increased from 
73 to 98 employees. This category consists primarily of 
part-time Student Professional Workers and Student 
Engineers. Minorities and women continued to be well 
represented in this category. Total minority 
representation in this category increased from 78.1 
percent to 79.6 percent. Blacks had the most notable 
increases, going from six to thirteen employees and in 
percentage representation from 8.2 percent to 13.3 percent. 
Although Hispanics increased from 28 to 33 employees their 
percentage representation declined from 38.4 percent to 
33.7 percent. similarly, while the number of women went 
from 29 to 38, their percentage representation decreased 
from 39.7 percent to 38.8 percent. 
In the Administrative Support category, the total 
number of employees decreased from 755 to 731. All 
minority groups made percentage gains in this category, 
except for Blacks, which decreased from 24.6 percent to 
23.5 percent. Blacks, as well as Asian Americans and 
Filipinos, however, are still greatly above population 
parity in this category. While the number of Hispanics 
decreased by one employee, their percentage representation 
increased from 28.5 percent to 29.3 percent due to the 
large decline in the total number of employees in this 
category. Hispanics are the only minority below population 
parity. 
The total number of employees in the Skilled 
Craft category decreased from 2,868 to 2,741. Blacks 
decreased from 353 to 328 employees and their percentage 
representation declined from 12.3 percent to 12.0 percent. 
Although Hispanics decreased from 452 to 448 employees, 
their percentage representation rose from 15.8 percent to 
16.3 percent. The number of Asian Americans remained the 
same, but their percentage representation increased from 
3.6 percent to 3.8 percent. Filipinos increased from 62 to 
64 employees and their percentage representation increased 
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from 2.2 percent to 2.3 percent. The number women 
declined from 37 to 32 and their percentage representation 
dropped from 1.3 to 1.2 percent. 
number of 
the number 
category, 
The number 
In the service/Maintenance category, the·total 
decreased from 4 7 to 411. Although 
Hispanics in this 
above population parity. 
unchanged to be 
Filipinos remained 
only two minority 
groups that are below population 
Women gained one employee 
their percentage representation 
percent. 
in category. 
category and improved 
from 6.8 percent to 7.3 
During 1991 there was a total of 1,230 personnel 
transactions within the Power System involving regular 
appointments; transfers and reassignments by bid; and 
emergency, limited or part-time appointments. Minorities 
accounted 57.5 percent and women 27.7 percent of these 
transactions, which exceeded their overall representation 
in the Power System work force. 
B. Review of Goals. Problems and Programs 
1. Goals and Programs 
Numerical goals and affirmative action 
programs established by Power system divisions for 
1991 continued to be directed toward increasing the 
representation of subparity minorities, particularly 
Blacks and Hispanics, women the Professionals, 
Technicians and Skilled categories. 
overall Power System affirmative action goals 
and programs for 1991 and results achieved are as 
follows: 
a. Continue to emphasize Recruitment 
Program as a means of increasing the representation 
of minorities and women in the Professionals 
category. 
Minorities and women to be hired in 
significant numbers in engineering assistant 
positions. 60 new engineering assistants 
hired in Power during 1991, 53.3 percent 
were minorities and 16.7 percent were women. This 
included six Blacks, Hispanics and ten women. 
b. Continue the appointment of minorities 
and women to above entry-level positions in the 
engineering c.lass series 
There were 
associate 
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to engineering 
Power System during 
1991. These appointments included one Black, one 
Hispanic and two women. 
At the full engineer level, one Hispanic male was 
hired in the class of Electrical Engineer. One 
Caucasian woman was also appointed Environmental 
Affairs Officer. 
In management-level pos in the engineering 
class series, one Hispanic was appointed to a 
Senior Power Engineer position. As previously 
noted, one Black male and one Hispanic male were 
also promoted to Principal Power Engineer. 
c. Continue to emphasize the appointment of minorities 
and women to Management Assistant, Utility 
Management Assistant and Senior Utility Management 
Assistant positions. 
A total of 18 employees were appointed to 
administrative positions in the Power System during 
the year. Of these 18 employees, 38.9 percent were 
minorities and 66.7 percent were women. 
All of the three new hires at the Management 
Assistant level were women. Additionally, all seven 
appointments to Utility Management Assistant were 
women, which included two Blacks. 
Only one appointment was made to Senior Utility 
Management Assistant during the year. The person 
appointed was a Caucasian woman. There were also 
four new Principal Utility Management Assistants 
hired, one of which was a caucasian woman. 
Other appointments of subparity minorities and 
women to non-engineering positions in the 
Professionals category included: 
• Two Asian American women to Programmer/Analyst. 
• Seven women to Systems Analyst, including one 
Black. 
• One Black woman, one Hispanic and one 
Caucasian woman to Real Estate Officer. 
d. Continue to stress the appointment of minorities 
and women in the Utility Conservation Representative 
class series. 
Twenty appointments were made to Utility Conservation 
Representative positions, which included two Blacks, 
three Hispanics and two Filipinos. Also, four of the 
20 appointments went to women. Additionally, one 
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e was to 1 
Representative. 
increased from 
the Power System during 
caucasian females. All 
are currently women and 
two Hispanics. 
f. Continue to of minorities and 
h. 
women in Program. 
achieve a high 
and women in the student 
Student Engineers 
employed during the summer on a full-time basis, 71.2 
were minorities, including 11 Blacks and 24 
Hispanics, and 36.3 were women. 
The employed in 
year-round was increased from 
43 to 64. , 76.6 percent of 
these employees were minorities and 26.6 percent were 
women This included seven Blacks, 21 Hispanics and 
17 women. 
students 
of university 
minority engineering 
Power order to 
of minority and 
42 scholarships 
women engineering 
California. 
for use in 
of the 
System's 
in entry-level 
and 
of Steam 
during the year, two of which were Asian American 
males. 
In the class of 
number of employees 
minority groups and 
numerically, except Blacks 
employee. New hires 
included three Hispanic 
Operator, the total 
280 275. All 
the same 
by one 
during the year 
The total number the class of 
Electrical Craft Helper from 352 to 335. 
Hispanics, Filipinos women had gains while Blacks 
had losses in this class, and Americans 
remained the same. number Blacks decreased 
from 39 to 36; Hispanics increased from 84 to 91; 
Asian Americans remained at 15; and Filipinos 
increased from none to one employee. Women increased 
from five to seven employees. New hires in the class 
during the year included six Blacks, 19 Hispanics, 
three Asian Americans, one Filipino and three women. 
Other appointments of subparity minorities to trainee 
positions in the Skilled Craft category included two 
Blacks, nine Hispanics and one Asian American to 
Electric Distribution Mechanic Trainee. 
i. Complete the curriculum for the Electrical Mechanic 
Trainee Program and give the examination of the first 
group of trainees. 
The Power Operating and Maintenance Division 
completed the curriculum for the Electrical Mechanic 
Trainee Program; however, the implementation of the 
program has been delayed due to the Personnel 
Department not having completed the preparation of 
the Civil Service examination. The program is now 
tentatively scheduled to begin in September 1992. 
j. Continue to review and recommend changes, if 
necessary, to Civil ~xamination bulletin 
requirements in order to remove any artificial 
barriers and to improve opportunities for the hiring 
and promotion of qualified minorities and women. 
All proposed Civil 
class specifications continued 
System-level management to 
appropriateness of any 
educational requirements. 
bulletins and 
reviewed by 
the 
and 
appropriate changes to remove arti barriers 
transmittal were recommended to Human Resources 
to the Personnel Department. 
k. Continue to provide 
information and training on 
awareness. 
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During 
continued 
in all Power 
the 
1. Continue to 
required modi 
accommodate 
Accommodations 
made by Power 
included the 
equipment 
them communicate 
of special 
physical 
interpreters; 
All major facil 
will 
relate to 
buildings. 
new Service 
access for 
doors, el 
spaces for 
m. Continue 
minority 
including the Summer 
Services Academy 
Power 
a variety of programs 
and :make 
facilities to 
to be 
year. This 
telephone 
to enable 
others; ordering 
employees with 
s language 
Transfers. 
and constructed 
the disabled as they 
access to 
( Division's 
to provide 
ramps, wide 
special parking 
directed toward 
youths, 
Program, Youth 
Program. 
to participate in 
toward minority and 
, which included the 
u~~n·r~m, the Youth Services 
economically 
Summer Youth 
Academy and the 
long-run, these 
candidate pool 
applicants from 
Program. In the 
hopefully expand the 
qualified minority and female job 
which the Department hires. 
n. Other significant 
following: 
• A Pre-Electrical 
developed the PD 
Training Center after 
prepare for 
Division also continued 
Angeles Trade 
semester-length 
training class. 
interested 
assist women 
during the year included 
an evening 
Craft Helper 
is open to all 
set up primarily to 
preparing themselves 
to qualify 
positions. 
electrical craft 
• The Power System increased the number of 
part-time Student Workers Student Professional 
Workers it employs 73 to 86. Of the 86 
employees, 82.6 percent are minorities and 36.1 
percent are women. Particularly noteworthy is the 
representation of Hispanics in these positions, 
which increased 41.1 percent to 50.0 percent. 
Besides being a source of part-time help, student 
workers are provided valuable on-the-job 
training and work experience which will enable them 
to better compete for future job openings. Student 
Workers employed by the PD Division to eliminate 
its record maps backlog, for example, are also 
given training and job experience that would assist 
them in passing entry-level Civil Service 
examinations in the drafting series. 
• The Power System requested and worked with the 
Human Resources Division in designing a new 
training program to prepare potential candidates, 
particularly women, to meet the requirements of 
entry-level and trainee skilled craft jobs. The 
proposed program will include both physical and 
technical training necessary to assist candidates 
in passing the Civil Service examinations for these 
jobs. 
• Power System personnel continued to actively 
participate in various career day programs, school 
meetings, campus presentations and job fairs in 
order to inform minorities and women of the varied job opportunities available in the Department. 
2. Problems 
Making major progress toward achieving 
population parity in all job categories continues 
to be affected to a large extent by the fact that 
population parity figures do not reflect the actual 
availability of qualified minority and women job 
candidates in the labor market in each category. 
The low availability of qualified Black, 
Hispanic and women engineers that are available for 
recruitment makes it difficult to significantly increase 
the representation of these groups the Professionals 
category, in which engineering jobs comprise 
approximately 7.0 percent of the category. 
While the Power make every effort 
to use available hiring opportunities to increase the 
representation of minorities and women, reductions in 
staffing levels due to constraints will reduce 
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the number 
past years. 
hiring opportunities in comparison with 
in hiring women nontraditional 
jobs, especially in the lled craft and 
Service/Maintenance categories, continues to be a 
significant problem. 
II. Calendar Year 1992 Goals and Programs 
To improve the representation of minorities and women 
in job categories where they are below population parity, Power 
System affirmative action efforts will be directed toward the 
following major goals and programs during 92: 
• Continue to emphasize the Engineering Recruitment 
Program as a means of increasing the representation 
of minorities and women in the Professionals 
category. 
• Continue to stress the appointment of minorities 
and women to above entry-level positions in the 
engineering class series. 
c Continue to emphasize the appointment of minorities 
and women in the Utility Management Assistant, 
Programmer Analyst, Systems Analyst, Utility 
Conservation Representative and other 
non-engineering class series in the Professionals 
category. 
• Continue to use 
to enhance the 
clerical 
Management Aide bridge class 
mobility of minority and women 
• Continue stress the employment of minorities 
and women in the Student Engineer Program. 
• Maintain support of university 
engineering scholarship and minority engineering 
programs funded by the Power System in order to 
expand opportunities for recruitment of minority 
and women engineering graduates. 
• Hire additional minorities and women in entry-level 
and trainee positions in the Skilled Craft and 
Technicians categories. 
• Proceed with the implementation the Electrical 
Mechanic Trainee Program by giving the examination 
for the first group of trainees. 
·Continue to· review and recommend changes,· if 
necessary, to Civil Service examination bulletin 
requirements in order to remove any artificial 
barriers and improve opportunities for the hiring 
and promotion of qualified minorities and women. 
195 
III. 
• Continue to provide Power System employees with 
information and training on sexual harassment 
awareness. 
• Continue to investigate the need for and make 
required modifications to Power System facilities 
to accommodate disabled employees. 
• Continue participation in programs directed toward 
minority and economically disadvantaged youths, 
including the Summer Youth Employment Program, 
Youth Services Academy and Adopt-a-School Program. 
Other Areas 
A. Mid- and Upper-management Positions Which Provide High 
Visibility and Recognition. 
Number of 
Class Positions 
Principal Power Engineer 15 
senior Power Engineer 14 
Senior Architect 1 
Principal Utility 5 
Management Assistant 
steam Plant Superintendent 1 
Transmission and Distribution 11 
Superintendent 
Superintendent Electrical 1 
Station Maintenance 
Chief Load Dispatcher 1 
Chief Real Estate Officer l 
Utility Conservation Manager l 
Information Systems Manager 1 
Senior Systems Analyst 2 
Principal Civil Engineering 1 
Drafting Technician 
B. Employees Serving on Management and Executive Committees 
Sex Ethnicity Number 
M Caucasian 104 
F Caucasian 5 
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Sex Number 
M 1 
F Black 1 
M Hispanic 6 
F Hispanic 0 
M Asian American 15 
F Asian American 0 
M Fil 0 
F ipino 1 
c. Employees Who as Raters on Selection Interview 
D. 
Panels for Mid- and Upper-management Positions 
Se?C Number 
M caucasian 31 
F caucasian 4 
M Black 0 
F 0 
M Hispanic 1 
F Hispanic 1 
M Asian 3 
F Asian American 1 
M 0 
F 0 
"Glass Ceil 
Minorities from 
Positions. 
Obstacles Which Might Prevent Women and 
to Mid- and Upper Management 
• Mid- and upper-management positions the Power System 
are primarily the engineering, technical and skilled 
craft series. or problem in the advancement of 
women and minorities the engineering and technical job 
ladders is their extremely small numbers, except for 
Asian Americans, the candidate pools of the feeder 
classes. Until more women are also attracted to pursue 
work in nontraditional technical and skilled craft jobs 
and become more available in the candidate pools, this 
situation persist. 
• The Department's commitment to contracting out more work 
and decreasing the number of permanent staff also reduces 
potential managerial promotional opportunities for 
employees, including minorities and women. 
• Provisions in memoranda of understanding and negotiated 
bid plans often require assignment decisions to be based 
strictly on seniority or heavily weighted toward 
seniority. 
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• The ability of high-level Administrative Support 
employees (i.e., Principal Clerk Utility and Principal 
Clerk Stenographer), who are predominately women, to 
bridge to the Utility Management series through the 
Management Aide class, is restricted due to the large 
reduction in pay they would incur. 
IV. Tables and Graphs 
A. Table 1 - Work Force Comparisons, January 1, 1991 and 
January 1, 1992. (see attached) 
B. Table 2 - Personnel Transactions, January l, 1991 through 
December 31, 1991. (see attached) 
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POUR SYSTEM 
PERSONNEL TRANSACTIONS* 
January 1, 1991 to December 31, 1991 
Category Total Cauc.** BH:. Bi1111p. 
Officials and Administrators ll 8 l 2 
Professionals 128 70 12 18 
Technicians 47 2 0 10 
Protective Service 0 0 0 0 
Paraprofessionals 6 2 0 1 
Administrative Support 60 19 8 15 
Skilled Craft 230 158 13 u 
Service/Maintenance 12 l 3 5 
em Totals 496 283 39 99 
lOOt 57.U 7 
" 
20. (U, 
Officials and Administrator& u 11 0 0 
Professionals 123 68 13 15 
Technicians 40 12 4 7 
Protective Service 0 0 0 0 
Paraprofessionals 6 3 1 2 
Administrative Support 54 13 13 13 
Skilled Craft u 30 2 
' 
Service/Maintenance 22 I 8 5 
System Totals 303 us 41 48 
H)O\ 47.9\ 13.5' 15.8t 
* 
:Include II only transactions into and within divisions. 
•• :Includes statistics for American Indians. 
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A/A Fil. Women 
0 0 2 
23 5 36 
8 6 7 
0 0 0 
3 0 2 
8 10 49 
10 l l 
1 0 2 
53 22 99 
10.71 4.U 20.0\ 
3 0 2 
24 3 24 
10 7 6 
0 0 0 
0 0 2 
g 6 50 
3 3 2 
1 0 5 
50 19 91 
Hi. 5\ 6.3\ 30.0\ 
TABLE 1 
POWER SYSTEM 
WORK FORCE COMPARISONS 
Asian 
'f'otal Caucasian* Black Bispanic American Filipino Wollen 
Category 1/91 1/92 1/91 1/92 1/91 1/92 1/91 1/92 1/91 1/92 1/91 1/92 _!191 1/92 
Officials and Admin. fU 87 62 63 3 5 8 9 8 8 2 2 1 IIJ 
t of Category 100 100 14.1 72.& 3.6 5.7 9.6 10.3 9.6 9.2 2.4 2.3 8.4 10.3 
Professionals 1,329 1,363 733 733 114 117 130 141 300 316 51 56 256 271 
i of Category 100 100 55.2 53.8 8.6 8.6 9.8 10.3 22.6 23.2 3.8 ~-1 19.3 U.9 
Technicians 761 789 391 390 93 106 114 124 117 120 46 49 68 11 
t of Category 100 100 51.4 49.& 12.2 13.4 15.0 15.7 15.4 15.2 6.0 6.2 8.9 10.3 
N 
0 
0 Protective Service 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
t of Category 
Paraprofessionals 73 98 u 20 6 13 28 33 19 26 4 6 29 31 
t of Category 100 100 21.9 20.4 1.2 13.3 38.4 33.7 26.0 26.5 5.5 6.1 39.7 31.1 
Administrative Support 755 731 223 206 186 172 215 214 80 u 51 56 602 601 
' of Category 100 100 29.5 28.2 24.6 23.5 28.5 29.3 10.6 11.4 6.8 1.1 79.7 82.2 
Skilled Craft 2,868 2,7U 1,898 1,798 353 328 452 UB 103 103 62 64 37 32 
t of Category 100 100 66.2 65.6 12.3 12.0 15.1 U.3 3.6 3.8 2.2 2.3 1.3 1.2 
Service/Maintenance 427 Ul 119 115 127 123 116 168 3 3 2 2 29 30 
t of Category 100 100 21.9 21.0 29.7 29.9 U.2 40.9 0.7 0.7 o.s 0.5 6.1 7.3 
systea 'l'otala 6,295 cs,:uo 3,442 3,325 182 IU 1,123 1,137 630 659 218 235 1,021 1,062 
I of Work Force 100 100 54.7 53.5 u.o 13.9 17.8 11.3 10 .. 0 10.6 3.5 3.8 16.3 11.1 
Population Parity -- -- 37.3 13.0 39.9 6.7 2.5 49.8 
(1990 Census) 
*Includes statistics for American Indians 
MO'f'E: Data for 1/91 adjusted to include HIS which vas reassigned to the Power System effective November 1, 1991. 
TAB~ 2 - Continued 
POWER STS'l'BK 
PERSONNEL 'l'RAHSAC'l'IORS* 
January la 1991 to December 31, U!H 
Emergency, Limited and Part-time~**Appointmenta*~** 
Category Total Cauc."'* Blk. Biep. 
Official111 and AdminiBtratora 0 0 0 0 
Prof ese ional1111 3 2 0 0 
Technician a 1 0 0 0 
Protective Service 0 0 0 0 
Paraprofeeeionals 233(136) 50(18) 31(15) 80(36) 
Administrative Support. 169(167) 27(18) 18(11) 96(54) 
Skilled Craft 22 16 2 4 
Service/Maintenance 3 0 1 2 
System Totals 431 95 52 182 
UHU 22.«n u.u 42.2, 
* Includes only traneactions into and within divisions. 
** Zncludee statistics for American Indians. 
A/A 
0 
1 
0 
0 
49 (17) 
21(10) 
0 
0 
71 
16.5ts 
**"' Part-time employees shown in parentheses following totals. 
Fil. Women 
0 0 
0 1 
1 1 
0 0 
23(9) 90(41) 
7(2) 57 (32) 
0 0 
0 2 
31 151 
1.:n 35.0' 
*"'*"' Doea not include ehort-tera appointments, i e., 1-5 days and vacation relief. 
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I. 
POWER 
A. 
of Executive 
Division (PEX/PSSD) 
employees net reduction in 
due reassignment of the 
Power Maintenance 
ion. the Telecommunications Section was 
functionally reassigned to PSSD from Power Operating 
and Maintenance Division (PO&M) effective December 1, 
1991, for this year's affirmative action progress 
reporting purposes, are being included as part of 
PO&M. 
Administrators category, 
decreased from six to five 
as the result of of a caucasian male 
Principal Power to the Conservation and Planning 
Divis • There was no change representation of 
minorities and women category, which remained at 
one and one Asian American 
decreased 
remained at one 
where they are no 
The number women 
decreased from 
gains in this 
employees. 
Only Asian Americans had 
oNn~'', increasing from four to six 
two to one 
in the class 
Conservation 
currently in 
Engineer who 
category decreased from 
the loss of a Caucasian female 
of Management Aide who was reassigned to the 
and Planning Division. The only employee 
this category a male Student 
is employed on a part-time basis. 
In the Administrative Support category, the 
total of employees increased from 21 to 22. The 
number of Blacks increased from one to two with the 
appointment of a Black female to Senior Clerk Typist. 
One Asian American female was also appointed to Principal 
Clerk Stenographer, increasing the number of Asian 
Americans from six seven. However, the number of 
Hispanics declined from seven to six and Filipinos from 
one to none. 
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B. Review of Goals~,. Problems and Programs 
.1. Goals and Prople:ms 
a. Hire one Black, Hispanic or female engineering 
assistant or engineering associate. 
This goal was met with the hiring of a 
caucasian female in the class of Electrical 
Engineering Assistant. 
b. Hire one Black in the class of Senior Clerk Typist, 
Clerk Typist or Clerk. 
This goal was accomplished with the regular 
appointment of a Black female to the class of 
Senior Clerk Typist. 
2. Programs 
Affirmative action program efforts continued 
to be directed toward individual development to enhance 
employees' career development and upward mobility. 
Employees' training needs were continually 
reviewed to determine courses needed by them to improve 
and update their job skills, knowledges and abilities. 
Emphasis continued to be placed on computer-related 
training for both professional and nonprofessional 
personnel during the year. 
PSSD again participated in the Student 
Engineer Program. During the summer, a Hispanic male 
was hired as a Student Engineer. This individual also 
continued to be employed in a part-time position during 
the school year~ Additionally, PSSD utilized an 
individual from the Youth Services Academy program. 
II. Calendar Year 1992 
A. overview 
For calendar year 1992, the PEX/PSSD work force 
data will reflect an increase of 207 employees due to the 
reassignment of the Telecommunications Section from PO&M 
to PSSD. Despite this large increase in personnel, the 
representation of minorities and women in the Officials and 
Administrators category did not change and still consists 
of one Hispanic male and one Asian American male. In all 
of the other job categories, except Paraprofessionals and 
service/Maintenance, Hispanics remain significantly below 
population parity.· Blacks are below population parity in 
the Professionals, Paraprofessionals and Service/Maintenance 
categories. Asian Americans are below population parity 
in only the Paraprofessionals and Service/Maintenance 
categories, both of which have only a very small number 
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Telecommunications 
be assisting in the development 
conducting training for the 
Program being oped by the 
to increase number of 
qualifying and 
jobs. 
personnel will also 
of and participate in 
ity Craft Pre-training 
Human Resources Division 
and women 
trainee skilled craft 
III. Other Areas 
A. Mid- Upper-management Positions Which Provide High 
B 
Visibility and 
Class 
Senior Power Engineer 
Senior Power Engineer/ 
Principal Power Engineer 
Principal 
Management 
Employees Serving on 
1. Joint Safety 
Class Title 
Principal 
2. Safety Steering Committee 
Class Title 
Principal Power Engineer 
Principal Power Engineer 
Area of Responsibility 
Acts as executive staff 
engineer for the Power 
Executive Office. 
Manages Department-wide 
telecommunications 
functions. 
Directs and coordinates 
Power System administrative 
and personnel activities. 
and Executive Committees 
M 
M 
M 
M 
Ethnicity 
Asian American 
Caucasian 
Ethnicity 
Asian American 
Caucasian 
3. Labor Negotiating Steering Committee 
Class Title Ethnicity 
Principal Power Engineer Asian American 
4. Management Negotiating Committee 
Class Title Ethnicity 
Principal Power Engineer M Asian American 
205 
of employees. Filipinos are below population parity in 
all job categories except Skilled Craft. Similarly, women 
are below population parity in all but one job category 
Administrative Support. 
The proposed reductions in authorized positions in the 
1992-93 fiscal year will leave PEX/PSSD with only two 
additional positions that it can fill above the current 
staffing levels. The ability to fill these two vacancies 
and replace employees lost by attrition may also be 
affected by budgetary constraints. 
B. Goals and Programs 
1. Goals 
Based on the small number of hiring opportunities 
expected during the year, the following numerical 
goals have been established: 
2. Programs 
Hire two Black, Hispanic or female 
engineering assistants or engineering 
associates. 
Hire one Black, Hispanic or female Electrical 
Engineering Drafting Technician. 
Hire one Hispanic Clerk Typist or Senior Clerk 
Typist. 
Hire two minority or female Communications 
Electricians. 
Affirmative action programs will continue to 
stress individual development to enhance employees' 
upward mobility. 
Employees will continue to be sent to 
Department-sponsored and outside training courses to 
improve and update their skills, knowledges and 
abilities. Technical and computer-related training 
classes will continue to receive emphasis for all 
employees. Newly appointed supervisors will also be 
scheduled to attend supervisory development programs. 
Additionally, employees who have not previously 
attended sexual harassment awareness training will be 
scheduled to attend the class. 
PSSD will continue its participation in the 
Student Engineer Program and will be employing a 
disadvantaged youth under the Summer Youth Employment 
Training Program. 
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positions PEX/PSSD are in the engineering or 
Communications Electrician series. 
In the engineering 
of women 
, except 
positions. 
or problem in 
their low 
in the candidate 
In the communications Electrician series, there 
are four positions at mid- and upper management 
levels, all of which are class Senior 
Communications Electrician Supervisor. The small number 
of positions available to be filled in class limits 
opportunities for the promotion of minorities and women to 
this level. While Blacks are well represented in the 
feeder class of Communications Electrician supervisor, 
there are no Hispanics or women and only one Asian American 
in this class. In fact, there only one woman in the 
entire Communication Electrician series. Until more women 
begin training and careers in nontraditional 
occupations, and become available in greater numbers in the 
candidate , this will persist. 
IV. Tables and Graphs 
A. Table 1 - Force Comparisons, January 1, 1991 and 
B. 
January 1, 1992. {see attached) 
, - Personnel 
December 31, 1991. (see attached) 
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1, 1991 through 
5. 
6. 
7. 
Suggestion Plan Committee 
Class Title ~ 
Principal Power Engineer M 
Specialist Evaluation and Approval 
Class Title ~ 
Principal Power Engineer M 
Principal Power Engineer M 
Administrative Manuals Committee 
~lass Title 
Principal Utility 
Management Assistant 
8. Power System Budget Committee 
Class Title 
Princj_pal Power Engineer 
Electrical Engineer 
Mechanical Engineering 
Associate 
M 
M 
M 
Ethnicity 
Asian American 
Committee 
Ethnicity 
Asian American 
Caucasian 
ltt:hnicity 
Caucasian 
Ethnicity 
Asian American 
caucasian 
Caucasian 
9. Employee Emergency Response Task Force 
Class Title Ethnicity 
Principal Power Engineer Asian American 
10. Power System Administrative Services Committee 
Class Title 
Principal Utility 
Management Assistant 
Senior Utility 
Management Assistant 
M 
Ethnicity 
Caucasian 
Asian American 
c. Employees Who Served as Raters on Selection Interview 
Panels for Mid- and Upper-management Positions 
There were no mid- and upper-management positions 
filled by bid or certification during 1991. 
D. "Glass Ceiling" Obstacles Which Might Prevent Women and 
Minorities from Promoting to Mid- and Upper Management 
Positions. 
Except for one Principal Utility Management 
Assistant position all of the mid- and upper-management 
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TABLE 2 
POWER EXECUTIVE OFFICE/POWER SYSTEM SERVICES DIVISION 
PERSONNEL TRANSACTIONS* 
January 1, 1991 to December 31, 1991 
Regular Appointments {from Civil Service lists) 
Category Total Cauc.•• Blk. Hisp. 
Officials and Administrators 0 0 0 0 
Professionals 3 0 0 0 
Technicians 0 0 0 
Protective Service 0 0 0 0 
Paraprofessionals 0 0 0 0 
Administrative Support 2 0 1 0 
Skilled Craft 0 0 0 0 
Service/Maintenance 0 0 0 0 
Division Totals 5 0 1 0 
100\ 
Transfers and Reassignments (through bids} 
Category Total Cauc.* Blk. Hisp. 
Officials and Administrators 0 0 0 0 
Professionals 1 0 0 0 
Technicians 0 0 0 0 
Protective Service 0 0 0 0 
Paraprofessionals 0 0 0 0 
Administrative Support 1 1 0 0 
Skilled Craft 0 0 0 0 
Service/Maintenance 0 0 0 0 
Division Totals 2· 1 0 0 
100\ 50.0\ 
* Includes only transactions into and within the division. 
** Includes statistics for American Indians. 
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A/A 
0 
3 
0 
0 
0 
1 
0 
0 
A/A 
0 
1 
0 
0 
0 
0 
0 
0 
1 
50.0\ 
Fil. Women 
0 0 
0 0 
0 0 
0 0 
0 0 
0 2 
0 0 
0 0 
0 2 
Fil. Women 
0 0 
0 0 
0 0 
0 0 
0 0 
0 1 
0 0 
0 0 
0 1 
50.0\ 
TABLE 1 
POWER EXECUTIVE OFFICE/POWER SYSTEM SERVICES DIVISION 
WOR~ FORCE COMPARISONS 
January 1, 1991 and January 1, 1992 
Asian 
Total Caucasian• Black Hispanic American Filipino Women 
CateaorY 1/91 1/92 1/91 1/92 1/91 1/92 1/91 1/92 1/91 1/92 1/91 1/92 1/91 1/92 
Officials and Admin. 6 5 4 3 () 0 1 1 1 1 0 0 0 () 
' of Category 100 100 66.7 60.0 -- -- 16.7 20.0 16.7 20.0 
Professionals 21 u 13 12 1 1 2 () 
" 
6 1 0 4 3 
' of Category 100 100 61.9 63.2 4.8 5.3 9.5 -- 19.0 31.6 4.8 -- 19 .o 15.8 
Technicians 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
N 'll of Category 
1-' 
0 Protective Service 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
'll of Category 
Paraprofessionals 2 1 1 0 0 0 1 1 0 0 0 0 1 0 
'll of Category 100 100 50.0 -- -- -- 50.0 100 -- -- -- -- 50.0 
Administrative Support 21 22 6 1 1 2 1 6 6 7 1 0 20. 21 
'll of Category 100 100 28.6 31.8 4.8 9.1 33.3 27.3 28.6 31.8 4.8 0.0 95.2 95.5 
Skilled Craft 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
1\ of Category 
Service/Maintenance 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
'll of Category 
Division Totals 50 47 24 22 2 J 11 8 11 14 2 0 25 24 
' of Work Force 100 100 48.0 46.8 4.0 6.4 22.0 17 .o 22.0 29.8 4.0 -- 50.0 51.1 
Population Parity -- -- 37.3 13.0 39.9 6.7 2.5 49.8 
U990 Census) 
*Includes statistics for American Indians 
TABLE 2 - Continued 
POWER EXECUTIVE OFFICE/POWER SYSTEM SERVICES DIVISION 
PERSONNEL TRANSACTIONS* 
January 1, 1991 to December 31, 1991 
Emergency, Limited and Part-time~**Appointments**** 
Category Total Cauc.** Blk. Hisp. 
Officials and Administrators 0 0 0 0 
Professionals 0 0 0 0 
Technicians 0 0 0 0 
Protective Service 0 0 0 0 
Paraprofessionals 2 (1) 0 0 2 (1) 
Administrative Support 0 0 0 0 
Skilled Craft 0 0 0 0 
Service/Maintenance 0 0 0 0 
Division Totals 2 0 0 2 
10015 10015 
* Includes only transactions into and within the division. 
** Includes statistics for American Indians. 
*** Part-time employees shown in parentheses following totals. 
A/A 
0 
0 
0 
0 
0 
0 
0 
0 
0 
Fil. Women 
0 0 
0 0 
0 0 
0 0 
0 0 
0 0 
0 0 
() 0 
0 0 
**** Does not include short-term appointments, i.e., 1-5 days and vacation relief. 
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POWER DESIGN CONSTRUCTION DIVISION 
1991 AFFIRMATIVE ACTION PROGRESS REPORT 
I. Calendar Year l9il 
A. Qverview 
The work force of Power Design and Construction Division 
(PD&C) decreased from 1,736 to 1,619 (-6.7 percent) during 
1991. This decrease was attributable in part to a hiring 
freeze imposed on the Department and completion of a major 
project at Haynes Generating Station. However, despite the 
decrease in staff, the overall representation of minorities 
increased from 45.0 percent to 47.8 percent. 
overall, Hispanic representation increased from 19.0 percent 
to 19.9 percent during 1991. In the Professional category, 
representation for Hispanics remained the same at 10.8 
percent. However, some significant appointments/transfers 
of Hispanics were made. They included: 
o The appointment of one Hispanic male to an 
Associate-level engineering position. 
o The appointment of one male and one female 
Hispanic to Assistant-level engineering positions. 
o The transfer/reassignment of two Hispanic males to 
Associate-level engineering positions. 
o The transfer/reassignment of two Hispanic males to 
Assistant-level engineering positions. 
o The transfer/reassignment of one Hispanic male to 
Utility Management Assistant. 
In the Technicians category, Hispanics increased their 
representation from 20.6 percent to 21.9 percent. This 
included the appointments of one Hispanic to the class of 
Senior Electrical Engineering Drafting Technician, and one 
Hispanic to the class of Mechanical Engineering Drafting 
Technician. 
Hispanic representation increased from 30.4 percent to 36.7 
percent in the Administrative Support category and they 
continue to be above population parity in the 
Service/Maintenance category. 
Hispanic representation decreased in the Officials and 
Administrators category from 2 to 1 as the result of the 
reassignment of one of the Division's Principal Power 
Engineers. 
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Representation decreased for Hispanics in the 
Paraprofessionals category from 34.6 percent to 31.6 percent 
despite the fact that PD&C hired 19 Hispanics as Student 
Engineers and 20 Hispanics were appointed to Student 
Professional Worker positions. 
In 1991, women's representation within the Division 
increased from 13.7 percent to 14.8 percent. Significant 
gains for women included: 
o The appointments/transfers of three women to 
Associate-level positions within the engineering 
series. 
o The appointments/transfers of nine women to 
Assistant-level positions within the engineering 
series. 
o The appointment of one woman to a Utility 
Management Assistant position. 
o The appointment of one woman to a Management 
Assistant position. 
o Twenty-six appointments of women to Student 
Engineer positions. 
o The transfer/reassignment of one woman to the 
position of Assistant Electrical Tester. 
o The transfer/reassignment of one woman to the 
position of Storekeeper. 
Black representation increased Division-wide from 
9.5 percent to 10.1 percent in 1991. Gains were achieved 
by: 
o The appointment/transfer of two Blacks to 
Associate-level engineering positions. 
o The appointment/transfer of six Blacks including 
one female to Assistant-level engineering 
positions. 
o The transfer/reassignment of a Black female to the 
position of Storekeeper. 
o The appointment of eight Blacks including one 
female to Student Engineer positions. 
The appointment of eight Blacks to Student 
Professional Worker positions. 
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Asian American and lip:i '!O representation continue to be at 
or above population parity in the Professionals, 
Technicians, Paraprofessionals, and the Administrative 
Support categories 
A total of 77 appointmentf'; \z~re made from the Civil Service 
lists during the year, wi minorities accounting for 
49.4 percent (38 appointml; '~s). Additionally, minorities 
accounted for 57.3 percent of all transfers and 
reassignments into and within the Division, while women 
accounted for a total of '23.2 percent. Of 207 emergency, 
limited, or part-time appointments, 80.7 percent were 
minorities and 44.4 percent were women. 
B. R,eview of Goals. Programs·~ and Problems 
1. Goals 
a. Hire three Blacks, five Hispanics, and eight women 
in the Professionals category. 
The Division exceeded this goal through the hiring 
of eight Blacks, nine Hispanics, and ten women. 
b. Hire one Black, Hispanics, and one woman in 
the Technicians category. 
This goal was partially met. Ten Hispanics and 
two women were hired; however, the Division was 
unable to hire any Blacks in this category. There 
continues to be a shortage of Blacks and women in 
the available candidate pools. Of 110 candidates 
interviewed, there were only 5 Blacks and 6 women. 
c. Hire three Blacks and ten women as Student 
Engineers and/or Student Professional Workers in 
the Paraprofessionals category. 
The Division exceeded this goal by appointing 
Blacks to 15 positions (7 Student Engineers and 
8 Student Professional Workers). Women were 
appointed to 26 Student Engineer positions and to 
37 Student Professional Worker positions. 
d. Hire one Asian American or Filipino and one woman 
in the Service/Maintenance category. 
The Division met this goal. A Black female was 
transferred into the position of Storekeeper and 
an Asian Am~rican was appointed to a Warehouse and 
Toolroom Worker position. 
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2. Programs 
Through the Department's Engineering Recruitment 
Program, the Division continues to actively recruit 
minorities and women from colleges and universities 
across the country. Twenty-four Engineering Assistants 
were hired in 1991 and 50.1 percent of those hired were 
minorities and women. 
The Division also continued its participation in the 
Student Engineer Program. Of the 132 Student Engineer 
appointments made in 1991, 76.5 percent were 
minorities, including 16 Blacks, 39 Hispanics, 31 Asian 
Americans, and 15 Filipinos. Twenty-six of the 
appointments were women. 
In 1991, Total Quality Management (TQM) concepts of 
client focus, employee involvement, and continuous 
improvement were adopted by the Division to help 
fulfill its mission of improving communications with 
its clients and to find ways to meet its client's 
needs. Forty employees were selected and trained as 
facilitators and trainers of this process. Among the 
employees selected, 27.5 percent were women and 
25 percent were minorities. Their involvement with 
this process broadened their base of experience with 
training, public speaking, reaching consensus, and 
improved their visibility among senior management. 
To ensure all employees possess the requisite skills, 
knowledges, and abilities, PD&C continued to provide a 
wide variety of training programs to its employees. 
Some of the training included: 
o Selection Interview Training for new 
supervisors as well as refresher training for 
other supervisors. This training supports 
the Division's commitment to using 
structured, job-related interviews based on 
the skills, knowledges, and abilities of the 
positions. 
o Sexual Harassment Awareness training for both 
new supervisors and employees continues to be 
provided in response to the Mayor's 
commitment to providing employees a working 
environment free of sexual harassment, 
intimidation, and coercion. 
o Personnel Administration Training for New 
Supervisors continues to be provided. This 
training gives supervisors information on 
their role in the hiring, probationary, 
disciplinary, and grievance processes as well 
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0 
and administration of 
packages. 
of 
The program has 
encourag~ng enhancing 
employees and 
supervisors. Additionally, it has enabled 
both employees and supervisors to establish 
mutual plans and goals to improve employee 
j and j satisfaction. 
o 15 PD&C Section 
supervisors attended a series workshops on 
Advanced Leadership. These workshops 
provided training in giving constructive 
feedback, recogniz positive results, 
establishing performance expectations, and 
clarifying team roles and responsibilities. 
of Material Handler The 
and Mechanic Apprentice Program 
was delayed. 
proposal for the 
Handler 
City s Personnel 
anticipated 
approved, 
recruit 
in the Skil 
and 
concerning 
schools, 
union. 
, the Department's 
new classification of 
is reviewed by the 
Department. It is 
new classification 
actively 
are underrepresented 
by to 
to high 
organizations, 
o develop and implement 
own Mechanic Apprentice 
Program. Instead, PD&C wi utilize the 
Electrical Mechanic Trainee Program to be 
administered by Power Operating and 
Maintenance Divis This program is 
tentatively scheduled begin in September, 
1992. 
Additionally, personnel coordinated and 
conducted mock for employees taking the 
Mechanical Engineer, Mechanical Engineering Associate, 
Electrical Engineering Associate, Senior Civil 
Engineering Drafting Technician, Management Assistant, 
Senior Clerk Typ~st and Clerk Typist exams. 
3. Problems 
PD&C Division continues to encounter problems in its 
ability to achieve populat parity for , 
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Hispanics, and women in the Professionals and 
Technicians categories. Historically, subparity in 
these categories has been a result of the lack of 
minorities and women studying to become engineers and 
the lack of Blacks and women entering the drafting 
field. Also, a large number of minorities and women 
have not yet attained the experience in feeder classes 
that would enable them to qualify and promote to 
advanced positions. However, more women and minorities 
are now choosing to enter these fields and it is 
anticipated that their numbers in the candidate pools 
will increase. 
The personnel decreases in the Skilled Craft category 
reflects the completion of the flue gas recirculation 
project at Haynes Generating Station. Approximately 
100 exempt employees were hired as Boilermakers, 
Boilermaker Welders, or Boilermaker Foremen to work on 
this project. Upon completion of the project in June 
1991, these exempt employees were laid off. Minority 
representation in Skilled Craft category has 
historically been low because of the lack of minorities 
in the candidate pools for construction positions. 
Additionally, most of these employees are daily-rated 
exempt employees who are hired on a temporary basis 
from union halls. Therefore, it has and it continues 
to be very difficult for the Division to set and/or 
achieve goals for this category. 
II. Calendar Year 199~ 
A. overview 
PD&C expects to have approximately 90 vacancies during the 
calendar year 1992 with approximately 25 percent of the 
positions to be filled by bid and the remainder to be filled 
through the use of Civil Service appointments. The filling 
of positions will be limited due to budget constraints that 
are causing an overall downsizing of the Division. However, 
PD&C will continue, whenever possible, to increase minority 
and female representation. Progress in this area will also 
be contingent upon the participation by women and minorities 
in Civil Service examinations in job categories in which 
subparity exists. · 
B. Goals and Pkograms 
1. ~oals 
a. Hire one Black, f Hispanics and five women in 
the Professionals category 
b. Hire one Black, one Hispanic, and one woman in 
the Technicians category 
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c. 
Hire 
2. Programs 
The Division 
participate 
Program with special 
twenty women as 
ional 
one woman 
support and 
Engineering Recruitment 
to improving the 
representation 
Professionals 
and women the 
Division Student Engineer Program will 
continue. provides valuable work 
experience and encourages participants to 
seek full-time employment with the 
their graduation. 
PD&C plans to 
anticipated 
will become 
or a member 
in this 
their profess 
Leaders 
skil , and 
benefit 
gaining 
ordinarily would not 
visibility 
consensus. 
ir 
committee 
be exposed 
management 
in 1992. It is 
additional employees 
a team leader 
Team. As participants 
training to enhance 
Team 
................... , 
Team members 
skills 
participation that 
to, and improving 
within the Division. 
Training at will continue to be supported in 
1992. Follow-up classes on Substance Abuse Awareness 
are planned in 1992 all f level supervisors. 
This training enhance the supervisor's ability to 
detect substance abuse in the workplace. 
Selection Interview Training and Personnel 
Administration Training for Supervisors will continue 
to be given to new supervisors. 
The Division developing and plans to implement 
Project Manager training in 1992. This training, which 
targets both current and future engineers/project 
managers, will expose the participants to project 
management concepts and role and authority of the 
project manager;. provide a detailed understanding of 
key project management processes and tools; and offer 
practical concepts and state-of-the-art methods 
relevant to PD&C. 
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III. Other Areas 
A. The following is a listing of PD&C mid- and upper-level 
management Civil Service classifications who are responsible 
for tasks/assignments that provide high visibility and 
recognition. 
Class 
Principal Power Engineer 
Principal Power Engineer 
Principal Power Engineer 
Principal Power Engineer 
Principal Power Engineer 
Principal Power Engineer 
Principal Power Engineer 
Senior Power Engineer 
Senior Power Engineer· 
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Area of Responsibility 
Develops and implements PD&C's 
Total Quality Management 
Program 
Develops PD&C*s Strategic Plan 
Represents the Division before 
the Board of Water and Power 
Commissioners on various issues 
Manages PD&c•s Safety Program 
Manages the Personnel and 
Training functions for PD&C 
Manages the Civil/Structural 
functions for PD&C 
Manages Mechanical Engineering 
functions for PD&C 
Manages the Electrical 
Engineering functions for PD&C 
Manages all major projects for 
PD&C 
Manages the Power System's 
Construction Management 
Program 
Project Manager for the General 
Office Building (GOB) Retrofit 
Project 
Proj Manager for all general 
facility projects 
Project Manager of the 
Mead-Adelanto Transmission 
Project 
Project Manager for Harbor 
Repowering Project 
B. 
Class 
Senior Power 
Senior Architect 
Senior Power Engineer 
Principal Uti 
Assistant 
The following is a 
employees who serve 
l. Joint Safety 
Principal Power 
2. Management 
Principal Power 
3. Total Quality 
Principal Power 
4. Salvage Sales 
Principal Power 
5. Specialist 
Principal Power 
s 
the 
EMF 
M 
M 
M 
M 
1 
M 
Architectural 
PD&C 
for 
ect 
on the 
Committee 
PD&C Administrative 
PD&C 
implementation 
Teams 
upper-management 
Executive Committees: 
Committee 
caucasian 
Caucasian 
Caucasian 
6. Strategic Action Plan Committee 
Principal Power Engineer M caucasian 
7. PD&C Quality Improvement Committee 
Principal Power Engineer M Caucasian 
Principal Power Engineer M caucasian 
Principal Power Engineer M Caucasian 
Principal Power Engineer M Caucasian 
Class Title ~ ~thnicity 
Principal Power Engineer M Caucasian 
Principal Power Engineer M Hispanic 
Principal Power Engineer M Caucasian 
8. AOB-GOB Management Task Force 
Principal Power Engineer M Caucasian 
9. Owens Gorge Negotiating Committee 
Principal Power Engineer M Caucasian 
10. Budget Committee 
Principal Power Engineer M Caucasian 
11. Engineering Recruitment Committee 
Principal Power Engineer M Caucasian 
12. DS Community Relations Task Force 
Principal Power Engineer M Caucasian 
Principal Power Engineer M caucasian 
Principal Power Engineer M Caucasian 
Principal Power Engineer M Caucasian 
Principal Power Engineer M Hispanic 
Principal Power Engineer M Caucasian 
Senior Power Engineer M caucasian 
Senior Power Engineer M Caucasian 
13. Disaster Response Implementation Task Force 
Principal Power Engineer M Caucasian 
14. Joint Health Care Committee 
Principal Power Engineer M Caucasian 
15. EMF Design Review Committee 
Senior Power Engineer M caucasian 
Senior Power Engineer M Caucasian 
16. EMF Issues Management Committee 
Principal Power Engineer M caucasian 
Senior Power Engineer M caucasian 
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Class Title 
17. Mojave Generating 
Committee 
Principal 
Senior Power Engineer 
M 
M 
Ethnicity 
& Operating 
Caucasian 
Caucasian 
18. Navajo Generating 
Committee 
Engineering & Operating 
Principal Power 
Senior Power Engineer 
M 
M 
Caucasian 
Caucasian 
19. Hazardous Waste & Materials Coordination Task Force 
Chemist M Caucasian 
20. Hazardous Work Procedures Committee 
Senior Power Engineer M caucasian 
21. Power System/Human Resources Training Restructuring 
Principal Utility Management 
Assistant M Caucasian 
22. Conservation Coordinating Committee 
Senior Power Engineer M Caucasian 
23. Palo Verde Nuclear GS Engineering & Operating 
Committee 
Senior Power M caucasian 
24. Obsolete Materials Committee 
Senior Power Engineer M caucasian 
25. Power System Services Committee 
Principal Utility Management 
Assistant M caucasian 
c. The following employees served as raters on Selection 
Interview panels for mid- upper-management positions in 
1991. 
Bater's Class· Title 
1. Principal Power Engineer (D) 
a. Principal Power Engineer (B) M 
b. Principal Power Engineer (C) M 
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Ethnicity 
Caucasian 
Caucasian 
Rater's Class Title 
2. Senior Power Engineer 
a. Principal Power Engineer 
b. Principal Power Engineer 
c. General Services Manager 
d. Principal Power Engineer 
e. Principal Power Engineer 
M 
M 
M 
M 
M 
J. Principal Utility Management Assistant 
a. Director of Human Resources 
b. Principal Power Engineer 
IV. Tables and Graphs 
F 
M 
Ethnicity 
Hispanic 
Caucasian 
caucasian 
caucasian 
Caucasian 
Caucasian 
Caucasian 
A. Table 1 - Work Force Comparisons, January 1, 1991, and 
January 1, 1992. (See attached.) 
B. Table 2 - Personnel Transactions, January 1, 1991, through 
December 31, 1991. (See attached.) 
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TABLE 1 
~ DmiGN AND cnlsmtmOO DIVISIOO 
l«>RK roRCE m1PARI9JNS 
January 1, 1991 arrl January 1, 1992 
Asian 
Total caucasian* Black Hispanic · American Filipino WciiB1 
cate::J9ry 1/91_1192 1/91 1/92.. 1/91 1/92 l/91 1/92. 1/9_1_1/92 1/9_1 __ 1/92 1191 __ _1192 
Officials ani Administrators 8 7 6 6 0 0 2 1 0 0 0 0 0 0 
% of category 100 100 75.0 85.7 - - 25.0 14.3 
Professionals 521 508 306 292 30 32 56 55 115 114 14 15 61 66 
% of category 100 100 58.7 57.5 5.8 6.3 10.8 10.8 22.1 22.4 2.7 3.0 11.7 13.0 
Technicians 170 169 60 61 11 10 35 37 47 43 17 18 10 11 
% of category 100 100 35.3 36.1 6.5 5.9 20.6 21.9 27.7 25.4 10.0 10.7 5.9 6.~ 
Paraprofessionals 26 38 7 7 0 5 9 12 6 10 4 4 11 17 
% category 100 100 26.9 18. - 13 2 34.6 31.6 23.1 26.3 15.4 10.5 42.3 44.1 
Protective Service 0 0 0 0 0 0 0 0 0 0 0 0 0 
% of category 
Administrative SUpport 169 48 29 26 52 62 19 17 16 16 139 133 
% of category 100 100 32.2 28.4 17.0 15.4 JO 4 36.7 11.1 10.0 .4 9 5 81 78.7 
5killed Craft 670 562 478 388 58 56 86 70 34 35 13 12 6 
% of category 100 100 71 J 69.0 a 1 10.0 12.8 12. 5.1 6.2 2.1 1.8 1.1 
service {Maintenance 170 166 42 43 36 35 90 85 1 2 1 1 5 6 
% of category 100 100 24 7 25.9 21.2 21.1 52.9 51.2 0.6 .2 o. 2.9 3.6 
Division Totals 1,736 1,619 954 845 164 164 330 322 222 66 67 238 239 
%of Work~ 100 100 55.0 52.2 5 10.1 19 0 19.9 12.8 13.7 3.8 4.1 13.7 14.8 
Population Parity - - 37.3 13.0 39.9 6.7 2.5 49.8 
(1990 Census) 
*Incltrles statistics for American Irrlians. 
N 
N 
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TABLE 2 
Fa-lER DESIGN AND CONsrRI..JCI'ION 
PERSONNEL 'l'Ri\NSACTIONS* 
January 1, 1991 t:hrc:ugh December 31, 1991 
J3eaUlar lmoointments <from civil Service listsl 
category Total cauc.** Bl.k. Hiso. A/A Fil. Women 
Officials ard Administrators 1 0 0 1 0 0 0 
Professionals 44 29 5 4 6 0 10 
Technicians 16 5 0 4 4 3 1 
Protacti ve service 0 0 0 0 0 0 0 
Paraprofessionals 0 0 0 0 0 0 0 
Admi.nistrati ve SUpport 8 2 0 4 0 2 8 
Skilled c:raft 8 3 0 1 4 0 0 
Service/Maintenance 0 0 0 0 0 0 0 
Divisioo Totals 77 39 5 14 14 5 19 
100% 50.6% 6.~ 18.2% 18.2% 6.5\ 24.7% 
't@nsfers ard Rea,ssignments 
category Total cauc.** Blk. Hisp. A/A Fil. Worren 
Officials ard Administrators 0 0 0 0 0 0 0 
Professionals 40 24 3 5 6 2 4 
Technicians 14 0 0 6 6 2 1 
Protective service 0 0 0 0 0 0 0 
Paraprofessionals 2 1 1 0 0 0 0 
Administrative SUpport 14 3 2 5 1 3 u 
Skilled craft 9 6 0 1 2 0 1 
Service~ 3 1 1 0 1 0 1 
Divisioo Totals 82 35 7 17 16 7 19 
100% 42.7% 8.5% 20.7% 19.5% 8.5% 23.2% 
* 
Includes only transactions into am within the division. 
** 
In::ludes statistics for American Indians. 
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TABLE 2 - Continued 
Pa-lER DESIGN AND OONSTRUCI'ION 
PmsoNNEL 'I'RANSACTIONS* 
January 1991 through Decernber 1991 
Dl\ergei'Q". Limited and Pa.rt-ti.me*** Appointments**** 
category Total cauc.** Blk. Hisp. A/A 
Officials and Admin.istra.tors 0 0 0 0 0 
Professicnals 0 0 0 0 0 
Technicians 0 0 0 0 0 
Protective Service 0 0 0 0 0 
Paraprofessionals 130(63) 30(13) 15(7) 39(23) 31{13) 
Mmi.nistrati ve SUpport 77(42) 10 13(8) 48(25) 6(2) 
Skilled craft 0 0 0 0 0 
servioefMaint,enance 0 0 0 0 0 
Division Totals 207 40 28 87 37 
100% 19.3% 13. 42.0% 17.9% 
* Inclmes only transactions into ani within the division. 
** 
ID::ludes statistics for American Indians. 
*** 
Part-time enployees shcMn in parentheses followirg totals. 
Fil. Wgmen 
0 0 
0 0 
0 0 
0 0 
15(7) 60(31) 
0 32(20) 
0 0 
0 0 
15 92 
7.2% 44.4% 
**** Does not :i.nclu:Je short-term appoint:rrents i.e., 1-5 days ani wcation relief. 
227 

A 
In 
are 
representation 
5.7 
women 
229 
of 
and 
parity. 
The 
12.6 
18.3 to 
and 
are 
2. 
to 
PD Division has increased minority representation 
in every occupational category except Skilled Craft and 
Service/Maintenance. Although are below 
population parity their 1 representation in 
the Division, they are above population parity in the 
Paraprofessionals category and increased their 
percentage representation in ionals, 
Paraprofessionals, Skilled Craft, 
Service/Maintenance categories. 
Representation of women increased Professionals, 
Technicians, Skilled Craft, and Service/Maintenance 
categories. Table 1 indicates changes in the 
representation of minority groups women by 
occupational categories comparing January 1, 1991 to 
January 1, 1992. Table 2 depicts personnel transactions 
from January 1, 1991 through December 31, 1991. 
B. Review of Goals, Programs, and Problems 
1. Goals 
a. In the Officials and Administrators category, 
hire one Asian American or Filipino in the 
Principal Power Engineer classification. 
This goal was met. The Division hired one 
Asian American in this classification, which 
now exceeds population parity. 
b. In the Professionals category, hire four women 
in the Civil Engineering Associate, Electrical 
Engineering Assistant, and Management Assistant 
classifications. 
This goal was exceeded. Three women were hired 
in the Electrical Engineering Assistant 
classification, and two women were hired as 
Management Assistants. Representation of women 
in the Professionals category increased from 
18.3 to 18.6 percent. In addition, the 
Division hired one Black and transferred or 
reassigned another and hired four Hispanics and 
transferred or reassigned three. 
c. In the Technicians category, hire one Black, 
four Hispanics, and two women in the Civil 
Engineering Drafting series, Office 
Engineering Technician, Electric Trouble 
Dispatcher, and Electric Service Representative 
classifications. 
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d In 
e. Goals were not 
then. 
f. 
g. 
2. programs 
is 
the 
Trainees. 
the 
were 
to 
2 
and 
hired 
Ten women were 
classification. 
of our 
30.4 percent, 
three Occupational 
was hired in 
Drafting 
Group, and the 
in the Civic Center 
from the Division Equal 
(EEO) Office attended a 
Americans with 
by staff from 
PD Division's new SCs 
access for the disabled. 
incorporated into the 
wide doors, elevators 
disabled. Additional 
also been provided. 
The Division provided accommodations for 
disabled employees by obtaining a specia ly 
designed orthopedic chair and by using Glad 
interpreters. Division personnel accommodated 
disabled employees by completing four 
lOS Transfers. 
Division personnel continued to serve on corporate 
advisory boards to minority engineering programs at 
California State University {CSU) at Long Beach, the 
University of Southern California (USC), and Howard 
University. University personnel was alerted to 
the needs of the electrical power industry in order 
to encourage appropriate educational opportunities 
for students. Division staff also attended the 
California State University Northridge (CSUN) 
Chapter of the National Society of Black Engineer's 
(NSBE) Annual Awards Meeting and Minority 
Engineering Program corporate social, in addition 
to acting as alumnus panelist at CSUN Minority 
Career Day. PD Division sent a representative to 
the NSBE National Conference held in Los Angeles. 
NSBE is a College student Organization. 
PD Division personnel routinely vis senior 
high, junior high, and elementary schools to 
emphasize the importance staying in school and 
pursuing math/science careers as well as letting 
students know about the jobs 
within the Department. also participated 
in the Career Days• Program at 68th Street 
School, Nimitz Junior High, Foshay High, and 
Lincoln High Schools, as well as Adopt-A-Student 
Program with Granada Multnomah Elementary 
Schools. PD Division personnel 
presentations· and attended meetings unction 
with the Department's Personnel section in order to 
reach engineering students in 
categories. 
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's EEO 
EEO 
the Student 
providing work 
of 
skills, 
Workers 
:map 
was to 
and job 
ly 
examinations in 
Drafting Group 
Workers 
leged 
opportunity 
1 with 
Department. 
for 
in over 
employees 
ensure that 
on job-related 
an opportunity for 
"Welcome 
supervisory 
that 
Investment 
been 
their own 
Department 
a 
City 
The Division's EEO set up a Pre-Electrical 
Craft Helper Training Class that was given at the 
Training Center after hours to help women prepare 
for the Civil Service examination. Division staff 
and the EEO Office also began work on the Utility 
Craft Pretraining Task Force which is igned to 
assist women inside and the Department in 
choosing and training for nontraditional craft 
positions. 
The Training Center and Los Angeles Trade 
Technical College co-sponsored semester-length 
evening classes for Pre-Electrical Craft Helper 
Training. This class, although open to all who are 
interested, was developed especially to assist 
women in preparing for entry-level positions as 
Electrical Craft Helpers or Electric Distribution 
Mechanic Trainees. 
3. Problems 
PD Division is encountering problems in its efforts 
to achieve population parity for Hispanics in all 
categories except Paraprofessional; and for Asian 
Americans, Filipinos, and women in the Skilled 
Craft and Service/Maintenance categories, which 
comprise 67.7 percent of the Division's work force. 
These two categories employ 11 women, which is an 
increase of three from the previous year. 
Insufficient numbers of minority and female 
candidates continue to be the primary problem 
impacting the attainment of AA goals in these 
categories. 
II. Calendar Year 1992 
A. overview 
PD Division anticipates filling 40 positions by bid and 
109 positions (including Student Workers) by 
certification of Civil Service eligible list. We 
anticipate somewhat reduced hiring in 1992 due to 
current fiscal and personnel restraints. 
B. Goals and Programs 
1. Goals 
In the Officials and Administrators category, we 
are not anticipating any hiring. 
In the Professionals 
Black, and one Hispanic 
234 
two women, one 
Electrical 
2. 
In 
In 
Hispanics 
Typist series. 
In the 
two Asian 
the Electrical 
Distribution 
In 
being 
The 
recruit women 
utilities 
their recruitment 
participation 
Force will continue. 
Awareness Training. 
women 
hire three 
20 Hispanics, 
and two women in 
, no are 
situation. 
to 
jobs. Other 
attempt to view 
area, and 
Pretraining Task 
employees to 
Harassment 
PD Division will to 
visit schools and to to students 
about career · ibilities with Department. 
Engineering recruitment geared women and 
minorities 11 Division employees will 
continue participation Adopt-a-School 
Program. The involvement 
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in local high school and col career days as 
well as in minority programs organizations. 
DE Section is participating in an effort sponsored 
by the Los Angeles Educational Partnership 
Organization, whose assist low income 
minority students developing academic careers 
that will lead them into a profess Focus is on 
both engineering scientific careers. 
PD Division personnel will participate in the SYEP 
and will continue to serve on corporate advisory 
boards at CSU-Long Beach usc, and Howard 
University. 
Videos on AA/EEO subjects will be sent to each sc 
for inclusion in their video libraries. 
A training program will continue for Student 
Workers to assist them in successfully passing 
entry-level Civil Service examinations in the 
drafting series. Computer-aided drafting has been 
incorporated into this program. 
PD Division personnel will continue to participate 
in the engineering recruitment process to try to 
recruit qualified minority and women engineering 
personnel. 
PO Division will continue to hire and train Student 
Engineers and Student Workers from the 
underrepresented minority population and women in 
order to provide them with practical work 
experience plus exposure to operations, projects, 
and the organization. 
PO Division will participate in the City's 
Occupational Trainee Program in order to hire more 
disabled employees. 
PO Division will review Civil Service job 
bulletins, class specifications, and physical 
requirements with a goal of modifying any job 
requirements that create artificial barriers to the 
hiring of minorities and women. 
III. Other Areas 
The following information, which is new to this year's 
report, is partly derived from PO Division's mid- and 
upper-management. The information provides a highly 
visible picture of functions that the staff can readily 
consider when looking at promotional 
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A. High Visibility Positions and Areas of Responsibilities 
Class 
Transmission and 
Distribution (T&D) 
Superintendent 
T&D Superintendent 
T&D Superintendent 
T&D Superintendent 
T&D Superintendent 
T&D Superintendent 
T&D Superintendent 
T&D Superintendent 
T&D Superintendent 
T&D Superintendent 
Principal Power 
Engineer 
Principal Power Engineer 
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and enforcement 
safety 
and management 
supervisory 
programs 
for award of 
contracts for personal 
services 
impact of employee 
representatives' proposals 
Department operations 
Development Utility Craft 
Pretraining Program 
Recommendation for award of 
service 
for tools, 
, and materials 
of 
budgetary, 
, and fleet 
schedules 
Coordination of work 
districts 
ization 
Implementation of Electric 
Trouble Computerized 
System 
Clarification and 
transition 
of Power Operating and 
Maintenance Division load 
dispatching and substation 
functions to 
new engineering 
replace existing 
switching 
develop 
the art 
Class 
Senior Power Engineer 
Senior Power Engineer 
Senior Power Engineer 
Principal Civil Engineering 
Drafting Technician 
Area of Responsibility 
Design and implementation of a 
modernized distribution 
system to fulfill customer 
service needs 
Design and implementation of 
alternate types of electric 
services 
Development and coordination 
of information systems 
Conversion of manual drafting 
to computerized system 
B. Management and Executive Committee Membership 
1. Distribution Design and Operations 
Class Title 
T&D Superintendent 
T&D Superintendent 
T&D Superintendent 
T&D Superintendent 
Male 
Male 
Male 
Male 
2. Electric Distribution Mechanic Trainee 
Class Title 
T&D Superintendent 
T&D Superintendent 
T&D Superintendent 
3. Camara Mexicana De Comercio 
Class Title 
Senior Power Engineer 
Male 
Male 
Male 
Male 
4. Employee Emergency Response Task Force 
Class Title 
Senior Power Engineer 
Principal Power Engineer Male 
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Ethnicity 
Caucasian 
Hispanic 
Caucasian 
Caucasian 
Ethnicity 
Caucasian 
caucasian 
caucasian 
Ethnicity 
Hispanic 
Ethnicity 
Hispanic 
Asian American 
5. 
Class Title 
Principal Utility 
Management Assistant 
(PUMA) 
Principal Power 
Engineer 
Male 
6. Cal/OSHA High Voltage Electriqal Safety 
Class Title 
T&D 
Ethnicity 
Caucasian 
Caucas 
Asian American 
Ethnicity 
Caucasian 
7. Dispatching Control Implementation Task Force 
Ethnicity 
T&D Superintendent Male Caucasian 
8. Electric Power Research Institute-Distribution 
Task Force 
Class Title Ethnicity 
T&D Superintendent Male Caucasian 
Senior Power Engineer Male Caucasian 
9. Hazardous Waste and Materials Coordinating Task Force 
Class Title 
T&D Superintendent 
10. ~estern Underground 
Class Title 
T&D Superintendent 
T&D Superintendent 
11. Distribution SF6 Equipment 
Class Title 
Senior Power Engineer 
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Ethnicity 
Male caucasian 
Ethnicity 
Male Caucasian 
Male caucasian 
Ethnicity 
Male Caucasian 
12. Institute of Electrical and Electronic Engineers 
{IEEE) - Distribution 
Class Title Ethnicity 
Senior Power Engineer Male Caucasian 
13. IEEE - Distribution Automation Working Group 
Class Title E;thnicity 
Senior Power Engineer Male Caucasian 
14. IEEE - Engineering Safety Maintenance Operation of Lines 
Class Title Ethnicity 
Senior Power Engineer Male caucasian 
15. IEEE - Towers. Poles. and Conductors 
Class Title Ethnicity 
Senior Power Engineer Male Caucasian 
16. IEEE - Transmission and Distribution 
Class Title Ethnicity 
Senior Power Engineer Male Caucasian 
17. Transmission and Distribution Maintenance Management 
Class Title 
T&D Superintendent 
18. Administrative Services 
Class Title 
PUMA 
19. Collaborative Training 
Class Title 
PUMA 
Male 
Male 
Male 
20. Delegation of. Signature Authority 
Class Title 
PUMA Male 
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Ethnicity 
Caucasian 
Ethnicity 
caucasian 
Ethnicity 
caucasian 
Ethnicity 
Caucasian 
21. Earthquake Preparedness - Division 
Class Title sex 
PUMA 
22. 
Power Engineer 
Male 
sex 
Male 
23. General Policy Administrative 
Class Title ~ 
Principal Power Engineer 
24. Joint Safet~ 
Class Title 
Principal Power Engineer 
25. Safety Steering 
Class Title 
Principal Power Engineer 
26. Salvage Sales 
Class Title 
~ 
Male 
sex 
Male 
Principal Power Engineer Male 
27. Specialist Evaluation and Approval 
Class Title Sex 
Principal Power Engineer 
28. Town Hall of California 
Class Title 
Principal Power Engineer 
Male 
Sex 
Male 
29. Distribution System Design CDSDl 
Class Title Sex 
Senior Power Engineer Male 
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Ethnicity 
Caucasian 
Ethnicity 
Caucasian 
Ethnicity 
Caucasian 
Ethnicity 
Caucasian 
Ethnicity 
Caucasian 
Ethnicity 
Caucasian 
Ethnicity 
Caucasian 
Ethnicity 
Caucasian 
Ethnicity 
Asian American 
30. pso Committee - Reactive Power Study Coordinating 
Class Title 
Senior Power Engineer Male 
31. Community Outreach Program 
Class Title Sex 
Electrical Engineer Male 
32. Employee Emergency Response Task 
Class Title Sex 
Senior Power Engineer Male 
Principal Power Engineer Male 
33. fault Investigation I ask Force 
Class Iitle 
Electrical Engineer 
Electrical Engineering 
Associate 
c. Selection Interview Panels 
Male 
Male 
Ethnicity 
Asian American 
Ethnicity 
Black 
Force 
Ethnicity 
Hispanic 
Asian American 
Ethnicity 
Black 
Asian American 
1. Transmission and Distribution Superintendent -
District Manager 
Raters• Class Title Sex Ethnicity 
Principal Power Engineer Male caucasian 
Principal Power Engineer Male Asian American 
T&D Superintendent - Male caucasian 
General Superintendent 
2. Transmission and Distribution Superintendent -
pistrict Manager 
Raters• Class Iitle 
Principal Pow~r Engineer 
T&D Superintendent -
General Superintendent 
Principal Power Engineer 
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Ethnicity 
Male Caucasian 
Male caucasian 
Male Asian American 
D. The 8'Glass Ceiling", which prevents women and 
minorities from promoting to mid- and upper-management 
positions, is not as serious a problem in PD Division 
as getting women in on the ground floor in 
nontraditional craft positions. The Skilled Craft 
category comprises 62 percent of the Division's work 
force, and the lack of women in these jobs is, 
therefore, far more noticeable than the Officials 
and Administrators category, which only accounts for 
0.7 percent of PD Division's work force Removing 
artificial barriers such as excessive physical 
requirements or heavy reliance on tool identification, 
which can have sexual as well as cultural bias, could 
take away unnecessary obstacles that women have to 
face. 
IV. Tables and Graphs 
A. Table 1 - Work Force Comparisons, January 1, 1991 and 
January 1, 1992. (See attached.) 
B. Table 2 - Transactions, January 1, 1991 
through December 31, 1991. (See attached.) 
243 

TABLE 1 
KMER DIS'IRIBli'ION DIVISION 
OORK FORCE CQ\1PARISONS 
January 1, 1991 and January 1, 1992 
Asian 
Total caucasian* Black Hispanic American Filipino Women 
1/91 1/92 1/91 1/92 1/91 1192 1/91 l_L~2 llil 1/92 ~L_1.(92 
Officials and Admin. 11 13 10 11 1 1 0 0 0 1 0 0 0 0 
t of Category 100 100 90.9 84.6 9.1 7.7 - -- - 7.7 
Professionals 175 183 92 94 14 12 22 25 34 39 13 13 J2 34 
t of category 100 100 52.6 51.4 8.0 6.6 12.6 13.7 19.4 21.3 7.4 7.1 18.3 18.6 
Technicians . 176 178 81 77 29 JO 26 26 29 11 12 12 15 
t of category 100 100 46.0 43.3 16.5 16.9 14.8 14.6 16.5 18.5 6.3 6.7 6.8 8.4 
N 
~' Protective Service 0 0 0 0 0 0 0 0 0 0 0 0 0 0 l..n 
% of category 
Paraprofessionals 23 1 3 3 5 6 10 4 4 0 1 7 1 
% of 100 100 7.1 13 0 21.4 21.7 42.9 43.5 28.6 17.4 -- 4 J 50.0 30.4 
Administrative SUpport 204 204 56 54 49 50 65 63 18 21 16 16 165 
% of category 100 100 27.5 .5 24.0 24.5 31.9 30.9 a.a 10.3 7.8 7.8 81.9 80.9 
skilled craft 1158 1153 709 711 206 188 218 227 20 20 5 J 5 
\ of category 100 100 61.2 61.7 .a 16.3 18.8 19.7 1.7 1.7 .4 0.6 0.3 0.4 
ServicejMaintenance 112 105 27 28 44 39 39 37 2 1 0 0 5 6 
% of category 100 100 24.1 26.7 39.3 37.1 34.8 35.2 1.8 1.0 - - 4.5 5.7 
Division Totals 1850 1859 976 978 346 325 376 388 107 119 45 49 226 232 
% of Work Force 100 100 52.8 52.6 18.7 17.5 20.3 20.9 5.8 6.4 2.4 2.6 12.2 12.5 
Population Parity - - 37.3 13.0 39.9 6.7 2.5 49.8 
(1990 CensUs) 
*Includes statistics for American Indians. 
TABLE 2 
~ DISIRIBJI'IOO DIVISIOO 
PERSONNEL TRANSACTIONS* 
January 1, 1991 t:h.rough December 31, 1991 
Regular Appoinbnent.s C fran Civil Service lists) 
category Total cauc.** Blk. Hisp. 
Officials arrl Mministrators 4 3 1 0 
Professionals 14 5 1 4 
Technicians 9 5 0 1 
Protective Service 0 0 0 0 
Paraprofessionals 0 0 0 0 
Administrative SUpport 10 3 2 2 
Skilled Craft 195 135 13 41 
Service/Maintenance 1 0 1 0 
Division Totals 233 151 18 48 
100% 64.8% 7.7% 20.6% 
Transfers am Reassignments (through bids) 
catesory Total cauc.** Blk. Hisp. 
Officials arrl Mministrators 6 5 0 0 
Professionals 19 8 1 3 
Technicians 19 9 3 0 
Protective Service 0 0 0 0 
Paraprofessionals 1 0 0 1 
Administrative suwe>rt 16 6 5 1 
Skilled Craft 28 19 2 5 
ServicejMai.ntenance 10 5 4 1 
Division Totals 99 52 15 11 
100% 52.5% 15.2% 11.1% 
*Includes only transactions into arrl within the Division. 
**Includes statistics for Airerican Irrlians. 
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AlA Fil. Women 
0 0 0 
3 1 4 
3 0 3 
0 0 0 
0 0 0 
0 3 10 
5 1 1 
0 0 1 
11 5 19 
4.7% 2.1% 8.2% 
AlA Fil. Women 
1 0 0 
7 0 4 
3 4 1 
0 0 0 
0 0 0 
4 0 16 
1 1 1 
0 0 2 
16 5 24 
16.1% 5.1% 24.2% 
TABlE 2 - O:lntinued 
rovER DISIRIBJTIOO DIVISIW 
PERSONNEL T.RANSAcriONS* 
January 1991 through Dece.mber 31' 1991 
Emergency. Li:mited, ard Part.-ti.me*** Ai;:pointme:nts**** 
categocy Total cauc.** Blk. Hisp. 
Officials ard Administrators 0 0 0 0 
Professionals 0 0 0 0 
Technicians l l 0 0 
Protective Service 0 0 0 0 
Paraprofessionals 54(31) 9(5) 13(8) 23(12) 
Administrative SUpport 77(53) 13(11) 4(3) 42(29) 
Skilled C.raft 20 15 2 3 
Service;Maint.enance 3 0 1 2 
Division Totals 155 38 20 70 
100% 24.5% 12.9% 45.1% 
*Includes only t.ran.sactions ir.t:t;Q ard within the Division. 
**Includes statistics for American Intians. 
***Part-time errployees shown in parentheses followirg totals. 
A/A Fil. Women 
0 0 0 
0 0 0 
0 0 0 
0 0 0 
6(4) 3(2) 20(10) 
13(8) 5(2) 19(12) 
0 0 0 
0 0 2 
19 8 41 
12.3% 5.2% 26.5% 
****Ikes not include short-t:enn a~intments, i.e., 1-5 days and vacation relief. 
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POWER OPERATING & MAINTENANCE DIVISION 
1991 AFFIRMATIVE ACTION PROGRESS REPORT 
I. Calendar Year 1991 
A. Overview 
The number of occupied positions as January 1, 1992, 
versus January 1, 1991, decreased by 18. This was a 
decrease of 0.9 percent from the prior year. During 
this period, 85 regular appointments were made, with 
minorities comprising 40 percent and women comprising 
23.5 percent. 
Representation of Hispanics in the Power Operating and 
Maintenance Division (PO&M) improved with increases in 
personnel in four of the eight categories: Officials 
and Administrators, Professionals, Administrative 
Support, and Skilled Craft. Representation of women 
increased slightly in the Professionals and Technicians 
categories. 
The Officials and Administrators category decreased 
by one position. However, it increased in minority 
representation with the hiring of one Black male and 
one Hispanic male. There was a decrease of one 
Asian American male. 
Minority Representation in the Professionals category 
increased by one Black and two Hispanic employees. In 
addition, the number of women represented in this 
category increased by one. 
The Technicians category decreased by a total of eight 
occupied positions. However, representation of women 
in this category increased by one. 
Hispanic representation improved in the Skilled Craft 
category. overall, the number of occupied positions 
decreased by 14. Hispanic representation increased by 2. 
Some of the notable achievements in the hiring and 
promotion of minorities and women during 1991 are 
listed below: 
Ethnic 
Number 
1 
Classification 
Caucasian 
Black 
sex 
Female 
Female 
Female 
Female 
Female 
Female 
Male 
Female 
Civil Service Class 
Whse. & Toolrm. Wkr. 
Storekeeper 1 
1 
1 
1 
1 
1 
1 
Black 
Caucasian 
Caucasian 
Caucasian 
Black 
Caucasian 
2 
Office Engr. Tech. 
Electric Sta. Oper. 
Mech. Engr. Asst. 
Pr. Uty. Mgmt. Asst. 
Pr. Power Engr. 
Chief Load Disptchr. 
I. Calendar Year 1991 - cont. 
B. Review of 1991 Goals. Programs, and Problems 
1. Goals 
Division Executive Office 
o Hire one minority Principal Power Engineer. 
This goal was exceeded by the hiring of two 
Principal Power Engineers, one Black male and 
one Hispanic male. 
Administrative Services Section 
o Hire one female and/or minority into the 
classification of Management Assistant, or 
Management Aide, or in the Utility Management 
Assistant series. 
This goal was exceeded by the hiring of three 
female Utility Management Assistants, two 
Blacks and one Caucasian. 
In addition, one Caucasian female Principal 
Utility Management Assistant was hired. 
Safety and Hazardous Materials Section 
o Hire one minority Electrical Engineering 
Assistant. 
One Asian American male Electrical 
Engineering Assistant was hired. However, 
Asian Americans are already above population 
parity in this category. 
Materials Management Section 
o Hire one female and/or minority Storekeeper. 
The only Storekeeper vacancy anticipated in 
1991 did not occur. 
o Hire one female and/or minority Senior 
storekeeper. 
One female Senior storekeeper was hired. She 
subseq~ently resigned for personal reasons 
and was replaced by a Black male. 
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I. Calendar Year 1991 - cont. 
Energy Control Center 
0 Hire o~e female and one Load 
( ) . 
This goal was not met No female candidate or 
candidate from an underrepresented minority 
was available. 
one 
appointed 
Chief Load Dispatcher was 
Operating Engineering Section 
o Hire one female and/or minority Electrical 
Engineering Assistant. 
One Black male Electrical Engineering Assistant 
was hired. 
o Hire one female Engineer. 
One Hispanic female Student Engineer was 
hired left for a permanent job. She was 
replaced by a Hispanic male. 
One Filipino was promoted to Principal 
Office Engineering Technician. 
Substation Operations Section 
o Hire one female and six minority Electric 
Station Operators (trainees). 
Although six male Electric station Operators 
(trainees) were hired, only three were 
minorities, one Filipino and two Hispanics. 
No female candidate was available. 
o Hire one female Chief Electric Plant Operator. 
No Chief Electric Plant Operator was hired 
due to the hiring freeze. 
Electrical Station Maintenance Section 
o Hire two.minority Electrical Mechanics. 
One Hispanic male Electrical Mechanic was 
hired. The composition of the eligible list 
and the hiring freeze prevented this goal 
from being met. 
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I. Calendar Year 1991 - cont. 
0 Hire one female and/or one minority Senior 
Electrical Mechanic. 
No Senior Electrical Mechanic was hired due 
to the hiring freeze. 
0 Hire two minority Building Repairers. 
The goal was exceeded when one Black male and 
two Hispanic males were hired. 
System Protection Section 
o Hire one female Electrical Engineering 
Assistant. 
No female Electrical Engineering Assistant 
was hired. One Black male Electrical 
Engineering Assistant and one Hispanic male 
Electrical Engineering Assistant were hired. 
0 Hire one female Senior Electrical Tester. 
This goal was not met. No female candidate 
was available. 
Telecommunications Section 
o Hire one minority andjor female Senior 
Communications ElectriGian. 
This goal was not met. Of the three 
appointments made to Senior Communications 
Electrician, none was a minority. The 
candidate pool consisted of eight Caucasian 
males and three Asian American males. The 
eligible list included no female candidate. 
0 Hire two minority andjor female Communications 
Electricians. 
This goal was only partially met. Four 
Communications Electricians were hired, one 
of which was a Hispanic male. No female 
candidate was available. 
o Hire one minority and/or female communications 
Cable Worker. 
No vacancy occurred for Communications Cable 
Worker. 
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o Hire two 
Communications 
and/or female Assistant 
Workers. 
No vacancy occurred Assistant 
Communications Cable Worker. 
o Hire one minority and/or female Electrical 
Engineering Associate. 
The Electrical Engineering Associate vacancy 
was not filled due the hiring freeze. 
o Hire two minority and/or Electrical 
Engineering Drafting Technicians. 
This goal was partially met when one Black 
female Electrical Engineering Drafting 
Technician was reassigned via the bid 
process. The Section was unable to fill the 
second position due to the hiring freeze. 
Generation Maintenance Section 
0 Hire one female Mechanical Engineering 
Assistant. 
One ipino female Mechanical Engineering 
Assistant was 
In addition one Hispanic male Electrical 
Engineer one Hispanic male Mechanical 
Engineer were 
HYdro Generation and Converter Stations Section 
o Hire one female and/or 
Plant Operator. 
Chief Electric 
This goal was met. No eligible female or 
minority candidate was available. 
o Hire one female and/or minority Electrical 
Mechanic. 
There was no vacancy for this position in 
1991. 
o Hire one female Engineer. 
One qualified candidate was offered the 
position, but she declined. A Hispanic male 
was hired. 
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I. Calendar Year 1991 - cont. 
Steam Generation Section 
0 Hire two females and 12 minorities as Steam 
Plant Assistants. 
0 Promote four minorities and/or females into the 
classes to which Steam Plant Assistants feed. 
None of the above goals was met due to the 
Department's hiring freeze and the destaffing 
of Harbor Generating Station. 
2. Programs 
The Division has been involved in the following 
programs: 
o Participated in the Utility craft Pretraining 
Task Force for the pretraining of women and 
minorities to prepare them to pass the civil 
service entry-level craft examinations. 
o Participated in the summer student Engineer 
Program with an emphasis towards employing 
minority and female engineering students. 
o Participated in an orientation program 
presented to a broad labor pool designed to 
increase awareness of nontraditional 
opportunities. 
o Helped in recruitment efforts geared toward 
hiring women and minorities in positions used by 
PO&M. 
o Provided training to help increase the 
promotability of women and minorities to 
supervisory positions. 
o Completed the curriculum for the Electrical 
Mechanic Trainee Program. The Program was 
delayed because the Personnel Department did not 
complete the preparation of the examination. 
o Participated in an on-campus program to recruit 
minority and female engineers. 
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o Provided 
candidates. 
o Conducted classes 
and in Affirmative 
for prospective job 
sexual harassment awareness 
Program goals. 
o Provided on-the-job training and extensive 
instruction on safety other information 
needed by employees to the various 
classes within the Steam Generation Section. 
3. Problems 
The most significant problems affecting PO&M's 
ability to meet its Affirmative Action goals are 
the following: 
o Lack of qualified female and minority 
candidates. 
o The inability to fill vacant positions due to 
the hiring freeze. 
o Reduction of staffing levels due to budget 
constraints. 
o Provisions in labor agreements and Bid Plans 
often limit the candidate pool available for 
promotional positions in the Skilled Craft 
series. 
II. Calendar Year 1992 
A. overview 
PO&M's staffing level decreased by over 426 
positions as a result of the transfer of the 
Substation Operations Section to the Power 
Distribution Division and the Telecommunications 
Section to the Power System Services Division. In 
addition, PO&M expects to reduce its staff by 
another 40 positions or 2.7 percent due to 
budgetary constraints. 
PO&M expects to fill approximately 35 positions. 
Most of these positions will be in the Skilled 
Craft and Technicians classifications. 
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B. Goals and Programs 
1. Goals 
Affirmative Action goals for 1992 are: 
Administrative Services Section 
o Hire one female, Black, or Hispanic Senior 
Utility Management Assistant. 
Safety and Hazardous Materials Section 
o Hire one female or Hispanic Student Engineer. 
Energy Control Center 
o Hire two female, Black, or Hispanic Load 
Dispatchers (trainees). 
Operating Engineering Section 
o Hire one female, Black, or Hispanic Electrical 
Engineering Associate. 
Electrical Station Maintenance Section 
o Hire one female, Black, Hispanic, or Asian 
American Electrical Mechanic Supervisor. 
o Hire one female, Black, Hispanic, or 
Asian American Senior Electrical Mechanic. 
o Hire three female, Black, Hispanic, or Asian 
American Electrical Mechanics. 
o Hire four female, Black, Hispanic, or 
Asian American Electrical Mechanic Trainees. 
System Protection Section 
o Hire one female, Black, or Hispanic Electrical 
Engineering Assistant. 
o Hire one female, Black, Hispanic, or 
Asian American Senior Electrical Tester. 
Hydro Generation and Converter Stations Section 
o Hire one female, Black, Hispanic, or 
Asian American Chief Electric Plant Operator. 
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II. Calendar Year 1992 cont. 
2. Programs 
Continue ?ngoing programs as follows: 
0 
0 
0 
0 
0 
0 
0 
0 
Participate in programs to provide 
an orientation Department functions that 
will increase the awareness participants 
about nontraditional job opportunities. 
Assist the Employee Services Section of 
Human Resources in recruitment efforts geared 
towards attracting women and minorities to 
classifications used by PO&M. 
Participate Utility Craft Pretraining 
Task Force for the pretraining of women and 
minorities to prepare them to pass the 
entry-level civil service craft examinations. 
Participate in workshops for women in the 
Skilled Craft and Technicians categories. 
Participate in the summer Student Engineer 
Program with an emphasis towards employing 
minority and female engineering students. 
Reinforce the need for Division personnel to 
inform and encourage females, inside and 
outside the Department, to take advantage of 
the opportunities available in Skilled Craft 
jobs within PO&M. 
Participate in community outreach programs to 
help achieve Affirmative Action goals. 
Offer counseling, training, and job rotation, 
as appropriate, to current and prospective 
female and minority employees to enhance their 
promotability. 
Train managers and supervisors on their role in 
Equal Employment Opportunity and Affirmative 
Action. 
Make accommodations for the disabled in field 
offices and facilities where feasible. These 
accommodations may designated parking 
spaces and special ramps. 
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III. Other Areas 
A. The following mid- and upper-level management positions 
provide high visibility and recognition: 
Class 
Principal Power Engineer 
Principal Power Engineer 
Principal Power Engineer 
Principal Power Engineer 
Principal Power Engineer 
Steam Plant Superintendent 
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Area of Responsibility 
Manages the activities of 
Division Services Major 
Section which includes 
responsibilities in the 
areas of budget, 
personnel, labor 
relations, materials 
management and safety. 
Manages activities of 
Generation-External Major 
Section, including 
jointly owned projects. 
Operating agent for IPF. 
Coordinates activities of 
Generation-Internal Major 
Section, including four 
Department owned 
generation stations and 
hydro generation and 
converter station. 
Manages activities of 
System Operations Major 
Section, including 
operation of the Energy 
Control Center and 
maintaining an operating 
engineering group. 
Manages activities of 
System Maintenance Major 
Section, including 
managing and performing 
maintenance for customer 
stations, distribution 
and transmission 
substations, and 
generation switchyards. 
Responsible for the 
operation of one of 
PO&M's four Steam 
Generation Stations: 
Haynes, Harbor, 
Scattergood, or Valley. 
Superintendent-Electrical 
Station Maintenance 
Senior Power Engineer 
Senior Power Engineer 
Senior Power Engineer 
Senior Power Engineer 
Transmission and 
Distribution superintendent 
Chief Load Dispatcher 
Principal Utility 
Management Assistant 
Directs the activities of 
Electrical Station 
Maintenance Section which 
manages and performs 
maintenance for customer 
stations, distribution 
and transmission 
substations and 
generation switchyards. 
Manages operations at the 
hydroelectric and 
converter stations. 
Directs the activities 
of PO&M's Safety and 
Hazardous Materials 
group. 
Manages the Energy 
control Center. 
Coordinates maintenance 
of power equipment. 
oversees operation of 
Transmission Section with 
staff of 104 employees in 
3 states. 
Manages dispatcher 
operations. 
Manages Division 
Administrative Services 
Section. 
B. The following employees serve on Management and 
Executive Committees: 
1. L.A. City Emergency Management Committee 
Class Title Sex Ethnicity 
Principal Power Engineer M Hispanic 
Electrical Engineering M Black 
Associate 
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2. Power System Information and Records Management 
Committee 
Class Title 
Senior Utility 
Management Assistant 
3. Joint Safety Committee 
F 
Class Title sex 
Principal Power Engineer M 
Ethnicity 
Black 
Ethnicity 
Caucasian 
4. Pasadena-Glendale-Burbank Power Coordination 
Agreement Executive Committee 
Class Title Sex 
Principal Power Engineer M 
5. Safety Steering Committee 
Class Title Sex 
Principal Power Engineer M 
6. Obsolete Materials Committee 
Class Title Sex 
superintendent Electrical M 
Maintenance 
Principal Power Engineer M 
7. PO&M Safety Committee 
Class Title sex 
Senior Utility Management F 
Assistant 
superintendent of M 
Electrical Station 
Maintenance 
Senior Power Engineer M 
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Ethnicity 
Caucasian 
Ethnicity 
Caucasian 
Ethnicity 
Caucasian 
Caucasian 
Ethnicity 
Caucasian 
Caucasian 
Caucasian 
III. Other Areas - cont. 
8. Hazardous Work Force Committee 
Class Title 
superintendent of 
Electrical Station 
Maintenance 
9. .Air Quality 
Class Title 
Force 
Senior Power Engineer 
Ethnicity 
M Caucasian 
Ethnicity 
M Caucasian 
10. Western Systems Coordinating Council Operating 
Practices Subcommittee 
Class TitLe Sex Ethnicity 
Senior Power Engineer M caucasian 
11. Reliability Criteria Work Group 
Class Title Sex Ethnicity 
Senior Power Engineer M Caucasian 
12. Western Systems Power Pool Committee 
Class Title Ethnicity 
Senior Power Engineer M Caucasian 
13. Participation Projects Outage Committee 
Class Title 
Chief Load Dispatcher 
Chief Load Dispatcher 
M 
F 
Ethnicity 
caucasian 
caucasian 
14. Distribution Dispatch and Control Task Force 
Class Title 
Chief Load Dispatcher 
Chief Load Dispatcher 
Superintendent of 
Electrical Station 
Maintenance 
M 
F 
M 
Ethnicity 
caucasian 
caucasian 
caucasian 
III. Other Areas - cont. 
15. Western System Coordinating Council Dispatcher 
Training Subcommittee 
Class Title Sex Ethnicity 
Chief Load Dispatcher M Caucasian 
Chief Load Dispatcher F Caucasian 
16. Utility Craft Pretraining Task Force 
Class Title Sex Ethnicity 
Principal Utility F Caucasian 
Management Assistant 
Senior Power Engineer M Caucasian 
Superintendent Electrical M Caucasian 
Station Maintenance 
superintendent M Caucasian 
Transmission 
c. The following employees served as raters on Selection 
Interview panels for mid- and upper-management 
positions: 
1. Senior Power Engineer 
Raters• Class Title Sex Ethnicity 
1. Principal Power M Caucasian 
Engineer 
2. Principal Power M caucasian 
Engineer 
2. Principal Utility Management Assistant 
Raters• Class Title sex Ethnicitv 
1. Principal Power M Caucasian 
Engineer 
2. Principal Power M Caucasian 
Engineer 
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3. Senior Utility Management Assistant A 
Raters Class Title Sex Ethnicity 
1. Principal Power M Caucasian 
Engineer 
2. Principal Utility F Caucasian 
Management Assistant A 
D. Possible "glass ceiling" obstacles which might prevent 
women and minorities from promoting to mid- and 
upper-management positions are as follows: 
The Department's commitment to more outside contracts 
to cut costs also limits the number of civil service 
positions available for promotion of minorities and 
women. 
Provisions in labor agreements and Bid Plans often 
limit the candidate pool available for promotional 
positions in the Skilled Craft series. 
IV. Tables 
A. Table 1 - Work Force Comparison, January 1, 1991 and 
January 1, 1992. (See attached) 
B. Table 2 - Personnel Transactions, January 1, 1991 
through December 31, 1991. (See attached) 
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Total 
Categou 1/91 1/92 
Officials and 
Administrators 27 26 
\ of Category 100 100 
Professionals 210 215 
\ of Category 100 100 
Technicians 359 351 
\ of Category 100 100 
Protective Svc. 0 0 
\ of category 
Paraprofessionals 12 11 
\ of category 100 100 
Admin. Support 158 164 
\ of category 100 100 
Skilled Craft 1,036 1,022 
\ of category 100 100 
Service/Maint. 129 124 
\ of Category 100 100 
Division Totals 1,931 1,913 
\ of Work Force 100 100 
Population Parity -- --
(1990 census) 
':!.ABLE 1 
POWER OPERATING MD MAINTBNMCB DIVISION 
WRit. PORCB COMPARISONS 
January 1, 1991 and January 1, 1992 
Caucasian* Black Hispanic 
1/91 1/92 1/91 1/92 1/91 1/92 
21 19 1 2 2 3 
77.8 73.0 3.7 7.7 7.4 11.5 
128 127 14 15 16 18 
61.0 59.0 6.6 7.0 7.6 8.4 
236 231 35 35 45 45 
65.7 65.8 9.8 10.0 12.5 12.8 
0 0 0 0 0 0 
5 5 2 2 4 3 
41.7 45.4 16.7 18.2 33.3 27.3 
62 63 42 39 34 35. 
39.2 38.4 26.6 23.8 21.5 21.3 
710 699 88 83 146 148 
68.5 68.4 8.5 8.1 14.1 14.5 
45 40 39 41 44 42 
34.9 32.3 30.2 33.1 34.1 33.9 
Asian 
American 
l/91 l/92 
2 1 
7.4 3.9 
46 47 
21.9 21.9 
31 29 
8.7 8 • .3 
0 0 
1 1 
8 3 9.1 
13 17 
8.2 10.4 
49 48 
4.7 4.7 
0 0 
-- --
1,207 1,184 221 217 291 294 142 143 
62.5 61.9 11.4 11.3 15.1 15.4 7.4 7.5 
37.3 13.0 39.9 6.7 
*Includes ~tatistics for American Indians 
N 
CT\ 
1.11 
Filipino Women 
ll91 1/92 lL9L_ 1/92 
1 1 0 0 
3.1 3.9 
6 8 32 33 
2.9 3.1 15.2 15.4 
12 11 13 14 
3.3 3.1 .3.6 4.0 
0 0 0 0 
0 0 6 s 
-- --
50.0 45.5 
1 10 139 146 
4.5 6.1 88.0 89.0 
43 44 22 21 
4.2 4.3 2.1 2.1 
1 1 14 14 
0.8 0.8 10.9 11.3 
70 75 226 233 
3.6 3.9 11.7 12.2 
2.5 49.8 
TABLE 2 
POWER OPERATl:NG AHD .KlUNTERANCE Dl:Vl:Sl:ON 
PERSONNEL tRAHSACTIONS* 
January 1, 1991 through December 31, 1991 
Regular Appointments <from Civil Service lists) 
Category 
Officials and Administrators 
Professionals 
Technicians 
Protective Service 
Paraprofessionals 
Administrative SupP.ort 
Skilled Craft 
service/Maintenance 
Division Totals 
Total 
3 
12 
20 
0 
1 
16 
24 
9 
85 
Cauc.** Blk. 
2 1 
6 2 
12 0 
0 0 
1 0 
7 3 
20 0 
3 1 
51 7 
100\ 60.0\ 8.2\ 
iransfers and Reassignments (through bids) 
Category 
Officials and Administrators 
Professionals 
Technicians 
Protective Service 
Paraprofessionals 
Administrative Support 
Skilled Craft 
service/Maintenance 
Division Totals 
Total 
1 
6 
4 
0 
0 
4 
7 
8 
30 
Cauc.** Blk. 
1 0 
4 1 
2 1 
0 0 
0 0 
1 0 
5 0 
2 2 
15 4 
100\. 50.0\ 13.3\ 
Hisp. 
0 
1 
5 
0 
0 
1 
3 
4 
14 
16.5\ 
Hisp. 
0 
0 
1 
0 
0 
3 
0 
4 
8 
26.7\ 
*Includes only transactions into and within the Division. 
**Includes statistics for American Indiana. 
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A/A 
0 
2 
1 
0 
0 
4 
1 
1 
9 
10.6\ 
A/A 
0 
0 
0 
0 
0 
0 
0 
0 
0 
Fil. 
0 
1 
2 
0 
0 
1 
0 
0 
4 
4." 
fil. 
0 
1 
0 
0 
0 
0 
2 
0 
3 
10.0\ 
Women 
0 
3 
1 
0 
0 
15 
0 
1 
20 
23.5\ 
Women 
0 
5 
3 
0 
0 
4 
0 
2 
14 
46.7\ 
TABLE 2 - Continued 
POWER OPERATING AND MAINTENANCE DIVISION 
PERSONNEL TRANSA~IONS* 
January 1, 1991 through December Jl, 1991 
Emergency, Limited, and Part-time*** Appointments**** 
category Total Cauc. ** Blk. Hisp. 
Officials and Administrators 0 0 0 0 
Professionals l 1 0 0 
Technicians 0 0 0 0 
Protective Service 0 0 0 0 
Paraprofessionals 18 6 1 6 
Administrative Support 2 0 0 2 
Skilled Craft 1 1 0 0 
Service/Maintenance 0 0 0 0 
Division Totals 22 8 1 8 
100\ 36.4\ 4.5\ 36.4% 
*Includes only transactions into and within the Division. 
**Includes statistics for American Indians. 
***Part-time employees. 
A/A Fil. 
0 0 
0 0 
0 0 
0 0 
2 3 
0 0 
0 0 
0 0 
2 3 
9.1\ 13.6\ 
****Does not include short-term appointments, i.e., 1-5 days and vacation relief. 
2-6 7 
Women 
0 
0 
0 
0 
8 
0 
0 
0 
a 
36.4% 

CONSERVATION AND PLANNING DIVISION (CPD) 
1991 AFFIRMATIVE ACTION PBOGBESS REPORT 
I. Calendar Iear 1991 
A. Overview 
The total CPD increased from 277 to 331 
during 1991 order to meet the growing demands in the 
area of conservation. There was a net increase of 
eight Blacks, seven Hispanics, nine Americans 
and six Filipinos. The minority representation 
increased in the Division by 1.5 percent. The 
percentage representation of women decreased by o.a 
percent, although there was a net increase of 16 women. 
In the Officials and Administrators category, the 
total number of employees increa.sed by one as a result 
of a reassignment one Caucasian male Principal Power 
Engineer. Minority representation decreased 2.7 
percent, although net total remained the same. 
In the Professionals category, total number of 
employees increased 44. Minority representation 
increased by 2.8 percent. There was a net 
increase of six Blacks, nine Hispanics, five Asian 
Americans, and three Filipinos. There was a net 
increase of seven women, but due to an increase in 
overall numbers, their percentage representation 
decreased 1.1 percent. 
In the Technicians category, total number of 
employees remained the same. However, minority 
representation increased 25.0 percent as a result of 
hiring one Asian American Office Engineering 
Technician, and representation for women decreased as a 
result of one female Office Engineering Technician 
leaving the Division. 
The Paraprofessionals category numerically increased 
by six. Minority representation decreased by 13.4 
percent, although Hispanics are 31.6 percent, Asian 
Americans are 42.1 percent, and Filipinos are 5.3 
percent of this category. Representation for women 
increased 29.1 percent. 
In the Administrative Support category there was an 
overall increase of three employees. The proportion of 
minority representation increased from 69.6 percent to 
71.2 percent. There was a net increase of Blacks by 
two; a net decrease of Hispanics by one: Asian Americans 
remained the same: and Filipinos increased by two. 
CPD does not have anyone in the Protective Service, 
Service/Maintenance or Skilled Craft categories. 
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B. Reyiew of Goals, Programs. and Problems 
1. Goals 
a. Hire one Hispanic civil Engineering 
Assistant. 
This was accomplished. 
b. Hire one Hispanic female, one Asian American 
female, and one Black female Utility 
Conservation Representative. 
One Hispanic female was hired in this class. 
The goal of hiring one Asian American and one 
Black female in this class was not met. There 
were four females in a candidate pool of 
thirty, of which two were minorities. Three 
females were hired. One of the minorities 
did not score high enough to be appointed. 
Subsequent certifications of the list were 
not possible due to the hiring freeze. 
c. Hire one Hispanic female Electrical 
Engineering Assistant. 
One Hispanic female was appointed from the 
Civil Service list to Electrical Engineering 
Assistant. 
d. Hire one Hispanic Electrical Engineer. 
This goal was not met. This list was not 
certified due to the hiring freeze. 
Additionally, the candidate pool for a 
promotional bid consisted of only three male 
Caucasians. 
e. Hire one female Environmental Affairs 
Officer. 
This goal was achieved. 
f. Hire one female Mechanical Engineering 
Assistant. 
This goal was not achieved. The 
certification list consisted of 4 females out 
of 23 candidates. Two of the females 
declined and one was hired by another 
Division. The other female did not score 
high enough to be appointed. 
g. Hire one Hispanic and one Black Senior 
Utility Conservation Representative. 
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h. 
The hire one Hispanic Senior Utility 
Conservation Representative was met. One 
Hispanic Utility Conservation 
Representative promoted from ity 
Conservation Representative. The goal to 
hire one Black Senior Utility Conservation 
Representative was not met. Two Blacks in 
the candidate did not score high enough 
to be Subsequent certifications 
of the were not possible due to the 
hiring freeze. 
Hire one 
Engineer. 
and one female Student 
This goal was achieved. One Black female 
student Engineer and one Black male Student 
Engineer were appointed. 
Progress has been achieved the representation of 
women and minorities in the Professionals category as 
a result of opportunities that became available in 
the area of conservation and as a direct result of 
specialized on-the-job this field. 
Although they still remain below population parity, 
a noted increase has been made. 
Selection Interview training 
integral part of selecting the 
candidate, and the whole 
provided a wide candidate pool 
2. Programs 
to be an 
best qualified 
scores rule 
to select from. 
The Division continued to participate in the 
Department's student Program. Personnel in 
the Division worked directly with the Recruitment 
Office, making suggestions and recommendations in 
developing new student guidelines. 
The Division took advantage of specialized training 
classes offered by the Department as well as outside 
organizations, which improved job performance 
capabilities and provided greater promotional 
opportunities for employees. Mock oral interviews and 
study materials were provided to interested 
candidates. Achievements have also been made in the 
area of disabled employees. Accommodations have been 
made that have proven to be successful in the 
improvement of di~abled employees' performance. For 
example, a telephone being modified to allow the 
hearing impaired to more easily communicate with 
others. Additionally, personnel in the Division have 
put forth a commendable effort to learn sign language. 
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The Division has made a commitment to addressing 
sexual harassment issues and has sent all Division 
personnel to Sexual Harassment Awareness training. 
3. Problems 
1991 posed special problems due to budget cuts and 
hiring freezes for the City and Department. 
July 1, 1991 started the beginning of a strict hiring 
freeze in the Power system. This in itself is a good 
part of the explanation for not meeting some of our 
goals. 
Despite continuing efforts to recruit, hire, and retain 
qualified minority and female employees, the Division 
still has not achieved population parity for Blacks, 
Hispanics, and women in all job categories. 
The candidate pool for qualified minority and women 
candidates is somewhat limited and therefore poses 
special problems in attempting to achieve Affirmative 
Action goals. 
II. Calendar Year 1992 
A. Overview 
The total number of occupied positions increased in 
CPD from 277 to 331 of which 18 were part-time Student 
Engineers and 9 were part-time Commercial Service 
Representatives. The n.umber of authorized positions 
will decrease from 411 to 328 in the 1992-93 fiscal 
year, leaving 24 vacancies which may be filled. 
The freeze will continue to have an impact on hiring in 
the Division, especially since many of the vacant 
positions are anticipated to be filled from a 
Certification list: however, some positions will be 
filled by bid and the substantially equally qualified 
policy therefore may provide opportunities to bring 
parity in job categories where underrepresentation 
exists. 
B. Goals and Programs 
1. Goals 
a. 
b. 
c. 
Hire one Black, Hispanic, or female Management 
Aide, which is a bridge class to the 
administrative series. 
Hire one Black, Hispanic, or female Senior 
Utility Conservation Representative. 
Hire two Black, Hispanic, or female Student 
Engineers. 
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d. Hire one , Hispanic, or 
e. 
Electrical Engineering Assistant or 
Associate. 
Hire one Hispanic, or female 
Conservation Representative. 
f. Hire one , Hispanic, or female 
Electrical Engineering Assistant or 
Associate. 
g. Hire one Black, Hispanic, or female 
Mechanical Engineering Assistant or 
Associate. 
ity 
h. Hire one Black, Hispanic, or female Senior 
Utility Management Assistant. 
2. Programs 
Management development courses, training in 
supervisory and selection interview skills, and 
other training efforts will continue in order to 
help employees gain new skills, improve job 
performance, and enhance their promotability. 
Moreover, Division employees will be encouraged 
to attend school conjunction with the 
Department's Tuition Reimbursement Program. 
The Division continue to take necessary 
steps to reasonably accommodate the needs of 
disabled employees job restructuring for both 
part-time and regular positions: modifications 
of equipment or devices whenever feasible: and 
other similar actions. 
The Engineering Recruitment Program will continue 
to be utilized to recruit Student Engineers, 
allowing them to obtain practical on-the-job 
experience and promotional opportunities. 
Sexual Harassment Awareness training will 
continue, with emphasis placed on our ongoing 
commitment to keep our work environment free from 
discrimination of any kind 
III. other Areas 
CPD is primarily staffed with engineering positions. 
The candidate pool in this category is limited with 
regard to minorities and women. 
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A. Positions with high visibility and recognition 
B. 
Class 
Utility Conservation 
Manager 
Area of Responsibility 
Public and Internal 
Relations for Major 
Accounts 
Principal Utility Management 
Assistant 
Budget, Personnel and 
EEO Coordinator 
Principal Power Engineer 
Senior Power Engineer 
Development of 
city-wide 
Conservation 
Programs 
Long-term Contract 
Development 
and Negotiation for 
Energy and 
Transmission 
Agreements 
Employees that serve on Management and Executive 
Committees. 
l. Air Quality Steering Committee 
Class Title ~ Ethnicity 
Senior Power Engineer M Caucasian 
2. NOx Compliance Task Force 
Class Title Sex Ethnicity 
senior Power Engineer M Caucasian 
c. Employees who serve as raters on Selection 
Interview panels for mid- and upper-management 
positions. 
1. Senior Power Engineer 
Raters• Class Title Etbnicity 
1. Principal Power Engineer M Caucasian 
2. Principal Power Engineer M Caucasian 
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D. 
2. Principal Management Assistant 
Raters' Cla.ss Title ~ Ethnicity 
l. Principal Power Engineer M Caucasian 
2. Power Engineer M Caucasian 
3. Conservation Manager 
Raters• Class Title ~ Ethnicity 
l. Principal Power Engineer M Caucasian 
2. Principal Power Engineer M Caucasian 
4. Environmental Affairs Officer 
Raters• Class Title Sex Ethnicity 
1. senior Engineer M Caucasian 
2. Senior Power Engineer M Caucasian 
3. senior Power Engineer M caucasian 
4. Engineer M caucasian 
Possible "glass ing•• obstacles which might 
prevent women and minorities from promoting to 
mid- and upper-management positions. 
1. The change of high-level Principal Clerk 
Utility positions to administrative positions 
has decreased promotional opportunities for 
Administrative support employees, primarily 
women. 
2. There is not adequate emphasis being placed 
on specialized training that would increase 
upward mobility for the lower level Civil 
Service classes which are occupied primarily 
by women and minorities. 
3. Undue financial hardships are required for 
those high level Administrative Support 
positions (e.g., Principal Clerk Utility or 
Stenographer) to shift into Professional 
bridge class positions (e.g., Management 
Aide). 
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IV. 
A. 
B. 
4. The excessive use of highly specialized 
engineers to perform general administrative 
type jobs has restricted promotional 
opportunities for women, minorities, and 
others to ascend to management positions at 
all levels. 
Tables and Graphs 
~Slbl~ l. - Work Force Comparisons, January 1, 1991 and 
January 1, 1992. (see attached) 
~Able ~ - Personnel transactions, January 1, 1991 
through December 31, 1991. (see attached) 
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TAo....G 1 
mNSERVATION AND PlANNING DIVISION 
WORK FORCE a::MPARISONS 
Jarn.m:y 1991 and January 1, 1992 
Total caucasian* Black 
1191 ... 1/92 1/91 
Officials & Admn. 10 11 7 8 0 0 1 1 
%of ca~ry 100 100 70.0 72 7 
- -
10.0 9.1 
Professionals 194 238 122 143 24 JO 13 22 
% of category 100 100 62.9 60.1 12 4 12.6 6.7 9. 
Technicians 4 4 2 1 0 0 1 1 
% of category 100 100 50.0 25.0 
- -
25.0 25.0 
Protective Srvc. 0 0 0 0 0 0 0 0 
% of categocy 0 0 0 0 0 0 0 0 
Paraprofessionals 13 19 1 4 0 0 7 6 
% of category 100 100 7.7 21.1 - - 53.9 31.6 
Admin. SUR?ort 56 59 17 17 10 12 18 17 
%of ca~ry 100 100 30.4 28.8 17.9 20.3 32.1 28.8 
Skilled Craft 0 0 0 0 0 0 0 0 
%of ca~ry 
Servioe,!Mntnc. 0 0 0 0 0 0 0 0 
% of category 
Division Totals 331 149 173 34 42 40 47 
% of category 100 100 53.8 52.3 12 12.7 14.4 14.2 
Popllation Parity 
- -
37.3 13.0 39.9 
(1990 Census) 
*Includes Statistics for American Irdi.ans 
N 
"-.! 
"-.! 
Asian Arre.r. Filipino Wanen 
U91 1/9~ 11.91 1/92 
2 2 0 0 1 1 
20.0 18.2 
- -
10.0 9.1 
29 34 6 9 42 49 
15.0 14.3 3.1 3.8 21.7 20.6 
1 2 0 0 1 0 
25.0 50.0 
- -
25.0 
0 0 0 0 0 0 
0 0 0 0 _o 0 
5 8 0 1 1 7 
38.5 42.1 
-
5 3 7.7 36.8 
5 5 6 s 50 54 
8.9 8.5 10.7 13.6 89.3 91.5 
0 0 0 0 0 
0 0 0 0 0 0 
42 51 12 18 95 ll1 
15.2 15.4 4.3 5.4 34.3 33.5 
6.7 2.5 49.8 
TABlE 2 
~W AND PI.ANNlNG DlVISIW 
~ 'l'BANSAcr.tONS* 
Januacy 1, 1991 th:ralgh Decelt>er 31, 1991 
Regular Appointments (fran Civil Sezyice lists> 
category Total cauc.** Blk. Hisp. AlA Fil. Wonen 
officials am Mministrators 0 0 0 0 0 0 0 
Professialals 39 24 2 8 2 3 9 
Technicians 0 0 0 0 0 0 0 
Protective Service 0 0 0 0 0 0 0 
Parapt:ofessionals 0 0 0 0 0 0 0 
Administrative SlJI:p:)rt 2 2 0 0 0 0 1 
Skilled cratt 0 0 0 0 0 0 0 
Service/Maintenance 0 0 0 0 0 0 0 
Division totals 41 26 2 8 2 3 10 
100% 6J.4t 4.9t 19.5% 4.9% 7.3% 24.4% 
'l'rmlsfers am reassignments (t.hrwgh bids) 
Oilt.egory ~1 cauc.** Blk. Hisp, AlA Fil. wanen 
Officials am Administrators 5 3 0 0 2 0 1 
Professionals 49 30 7 7 5 0 7 
Technicians 1 0 0 0 1 0 0 
Protective Service 0 0 0 0 0 0 0 
Paraprofessionals 3 2 0 1 0 0 2 
Admin.isb:ative sut:txnt 10 0 1 2 4 3 10 
Skilled craft 0 0 0 0 0 0 0 
ServioejMaintenanoe 0 ·0 0 0 0 0 0 
Divisicn Totals 68 35 8 10 12 3 20 
100% 51.5% 11.8% 14.7% 17.6% 4.4% 29.4% 
*Incl\.des cnly transactions J.ntQ ani within the division. 
**Includes stati..stS.cs for American Imians. 
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TABtE 2 - ca"lti:nued 
c:oNSERVATIOO AND P1J\NNlNG DIVISIOO 
PEBSCNNEL TBAN$ACI'IONS* 
January through Dec:art::er 1991 
Emergency. Limi te:t am part=Time***Appoint:ments**** 
Category Total cauc.** Blk. Hiso. AlA Fil. Women 
Officials am Admini.strators 0 0 0 0 0 0 0 
Professionals 0 0 0 0 0 0 0 
Tedmicians 0 0 0 0 0 0 0 
Protective Service 0 0 0 0 0 0 0 
Paraprofessionals 25 5 2 9 7 2 1 
1\dminist.rati ve SUpport 1 0 0 1 0 0 1 
Craft 0 0 0 0 0 0 
Service/Maintenance 0 0 0 0 0 0 0 
Division Totals 26 5 2 10 7 2 2 
19.2% 7.7% 38.5% 26.9% 7.7% 7.7% 
iD:tQ wi:thln the division. 
**Includes statistics for .Arrerican Ir:dians. 
***Part-time employees shcMn parentheses follcwing totals. 
****Does not include short-term aJ;:pOintments, i.e., 1-5 days and vacation relief. 
2 79 . 

I. 
A. Overview 
B. 
1990. 
effectively or exceed-
of occupational 
was achieved 
category, three 
were appointed, one 
Of these three 
candidate is B and another 
of Hispanics 
Skilled Craft category. 
population parity in 
Support categories. 
parity in the 
of 2.5 percent over 
regular appointments in 
the candidates 
were , 23.1 percent of whom were 
Hispanic. Thirty-seven or 75.5 percent of the 
candidates appointed were minorities, 28.6 percent of 
whom were Hispanic. received 25 regular 
appointments or 51.0 whi comprising 43.9 
percent interviewed. 
There were 21 opportunities for transfers and reassign-
ments through bids. Sixty-three or 80.7 percent of the 
candidates interviewed were minorities, 20.5 percent of 
whom were Hispanic. Minorities received 66.7 percent 
of the selections, or 14 positions. Hispanics 
received 4.8 appointments. Women 
12 or 57 of the bid selections while 
comprising 60.2 of those interviewed. Of the 
20 opportunities emergency, limited or part-time 
appointments, minorities received 75.0 percent of the 
appointments, including 25.0 percent to Hispanics and 
40.0 to Women. 
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1. Goals 
a. Hire two Hispanic and/or female Applications 
Programmers in the Technicians category. 
Only one Applications Programmer was appointed in 
1991, due to the hiring freeze. The candidate 
appointed is a female. 
b. Hire six Hispanics and/or females in the Profes-
sionals category. These appointments will be in 
either the Programmer Analyst or Systems Analyst 
classes. 
This goal was met, as eleven females were 
appointed in this category. Three were 
Programmer Analysts, one Systems Programmer, and 
seven Systems Analysts. One of the Systems 
Analysts appointed is a Black female. 
c. Hire two Hispanic and/or female Information 
Systems Managers. 
Three female Information Systems Managers were 
appointed in this category. Of these three 
appointments, one Black and one Hispanic was 
selected. 
2. Programs 
The Student Intern Program continues to be successful 
in providing potential candidates for the class of 
Applications Programmer in the Technicians category. 
In turn, Applications Programmer promotes to Programmer 
Analyst in the Professionals category. In 1991, one 
female student intern was appointed to Applications 
Programmer. The student interns now number eleven, 
five are Hispanic, three of whom are female. 
3. Problems 
MIS' efforts to broaden its training program have been 
deferred due to budget constraints. Hispanic 
representation among the candidates interviewed for 
appointments continues to be below population parity. 
Only 23.1 percent of the candidates interviewed for 
regular positions.and 20.5 percent of the candidates 
for bid positions were Hispanic. 
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II. 
A. 
B. 
1. 
2. 
MIS 
in 1992. 
divided evenly 
a. 
b. 
c Hire one 
to 
underrepresented 
careers 
III. Other Areas 
A. Pos 
Class 
Senior 
or 
i.ty 
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to hire 
be 
and female 
they are 
the current minority 
already been 
follows: 
ications 
category. 
from local 
Area of Responsibility 
Manage Department appli-
cations, develop and 
support for Management 
Applications Systems, 
Customer Information 
Systems, and Engineering 
Supplies Materials 
Management sections. 
Manage Department Records 
Management Prog~am. 
Class Area of Responsibility 
Senior Systems Analyst Manage corporate 
publishing capability. 
Principal Utility 
Management Assistant 
Manage administrative 
support for Division 
and Department-wide 
support activities. 
B. Management and Executive Committees 
1. Conservation Coordination Committee 
Class Title 
Assistant Director 
Information Systems 
M 
2. Budgetary Improvements Coordination 
Committee 
Principal Utility 
Management Assistant 
M 
Ethnicity 
Caucasian 
Asian 
American 
c. MIS employees served as raters on Selection Interview 
panels as follows: 
1. Information Systems Manager II 
Bater's Class Title 
1. Asst. Director Info. Systems 
2. Senior Power Engineer 
2. Information Systems Manager I 
Rater's Class Title 
1. Information Systems Mgr. II 
2. Information Systems Mgr. II 
3. Information Systems Mgr. II 
4. Information Systems Mgr. II 
5. Information Systems Mgr. II 
6. Information Systems Mgr. II 
M 
M 
F 
M 
F 
F 
M 
M 
3. Principal Utility Management Assistant 
1. Asst. Director Info. systems 
2. Senior Power Engineer 
284 
M 
M 
Ethnicity 
caucasian 
caucasian 
Ethnicity 
Hispanic 
Asian Amer. 
Caucasian 
Asian Amer. 
caucasian 
caucasian 
caucasian 
Caucasian 
D. 
None be 
1ables and Graphs 
A. 
B. 
Table 1 -
January 1 
Force 
1992 (see 
Table 2 - Personnel 
through December 31, 1991 
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ing to 
s time. 
1, 1991 anj 
, January 1, 1991 
(see attached) 

Officials & Admn. 
\ of Category 
Professionals 
\ of category 
Technicians 
\ of 
Protective Srvc. 
\ of Category 
Paraprofessionals 
\ of Category 
Admin. Support 
\ of Category 
Skilled Craft 
\ of category 
Service/Mntnc. 
\ of category 
Division Totals 
\ of Category 
Population Parity 
(1990 Census) 
Total 
18 22 
100.0 100.0 
187 180 
1.00.0 100.0 
44 79 
100.0 100.0 
0 0 
6 5 
100.0 100.0 
131 100 
100.0 100.0 
4 4 
100.0 100.0 
16 16 
100.0 100.0 
406 406 
100.0 100.0 
1 
MANAGEMENT INFORMATION SERVICES DIVISION 
WORK FORCE COMPARISONS 
January 1, 1991 and January 1, 1992 
Caucasian* 
!~........._'"""""""' 
12 
66.7 63.6 
60 55 
32.0 30.6 
9 11 
20.5 21.5 
0 0 
1 0 
16.7 0 
21 1.3 
16.0 13.0 
1 0 
25.0 0 
5 4 
31.3 25 0 
109 103 
26.9 25.4 
37.3 
Slack 
1 2 
5.6 9.1 
30 25 
16.0 13.9 
18 .31 
40.9 39.2 
0 0 
1 1 
16.7 20.0 
55 43 
42.0 43.0 
1 1 
25.0 
8 
50.0 
114 
28.1 
13.0 
25.0 
8 
50.0 
111 
27.3 
Hispanic 
1/91 1/92 
2 3 
11.1 13.6 
19 18 
10.5 10.0 
12 
9.1 15.2 
0 0 
1 1 
16.7 20.0 
34 25 
25.9 25.0 
2 3 
50.0 
3 
18.8 
65 
16.0 
39.9 
75.0 
4 
25.0 
66 
16.3 
Asian Amer. 
l_l91 1/92 
3 
16.7 
69 
36.9 
1 
15.9 
0 
J 
so.o 
16 
12.2 
0 
0 
98 
24.1 
3 
13.6 
13 
40.6 
11 
13 9 
0 
3 
60.0 
13 
13.0 
0 
0 
103 
25.4 
6.7 
*Includes statistics for American Indians 
Fil 
0 
9 
s.o 
6 
13. 
0 
0 
5 
.8 
0 
0 
20 
4.9 
9 
5.0 
8 
18.2 
2.5 
0 
0 
0 
6 
6.0 
0 
0 
23 
5.7 
Women 
~""'-- l_fq? 
7 
27.8 31.8 
82 81 
43.9 45.0 
32 41 
12.1 51.9 
0 0 
3 1 
50.0 20.0 
13 69 
55.7 69.0 
0 0 
5 4 
31.3 25.0 
200 203 
49.3 50.0 
49.8 
Note: The 1/91 workforce statistics were based on anticipated classification changes. However, these changes were not 
implemented in 1991. 
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00 
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TABLE 2 
MANAGEMENT INFORMATION SERVICES DIVISION 
PERSONNEL TRANSACTIONS 
January 1, 1991 through December 31, 1991 
Regular Appointments (Civil Service Lists) 
Category Total Cauc. Blk. Hisp. A/A Fil Women 
Officials & Administrators 
Professionals 
Technicians 
Protective Service 
Paraprofessionals 
Administrative Support 
Skilled Craft 
Service/Maintenance 
Division Totals 
5 
12 
2 
0 
4 
21 
3 
2 
49 
3 
4 
1 
0 
0 
4 
0 
0 
12 
1 
1 
0 
0 
0 
2 
0 
1 
5 
1 
0 
0 
0 
1 
8 
3 
1 
14 
0 
7 
0 
0 
3 
3 
0 
0 
13 
0 
0 
1 
0 
0 
4 
0 
0 
5 
2 
8 
2 
0 
1 
12 
0 
0 
25 
100% 24.5% 10.2% 28.6% 26.5% 10.2% 51.0% 
Transfer and Reassignments (through bids) 
Category 
Officials & Administrators 
Professionals 
Technicians 
Protective Service 
Paraprofessionals 
Administrative Support 
Skilled Craft 
Service/Maintenance 
Division Totals 
Total Cauc. Blk. Hisp. 
2 
8 
2 
0 
0 
8 
0 
1 
21 
2 
2 
1 
0 
0 
2 
0 
0 
7 
0 
1 
0 
0 
0 
5 
0 
1 
7 
0 
0 
0 
0 
0 
1 
0 
0 
1 
A/A Fil. Women 
0 
5 
0 
0 
0 
0 
0 
0 
5 
0 
0 
1 
0 
0 
0 
0 
0 
1 
1 
4 
1 
0 
0 
6 
0 
0 
12 
100% 33.3% 33.3% 4.8% 23.8% 4.8% 57.1% 
*Includes only transactions into and within the Division. 
**Includes statistics for American Indians. 
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TABLE 2 - Continued 
MANAGEMENT INFORMATION SERVICES DIVISION 
PERSONNEL TRANSACTIONS 
January 1, 1991 through December 31, 1991 
Emergency. Limited. and Part-Time***Appointments 
Category Total Cauc.**Blk. Hisp. A/A Fil. Women 
Officials & Administrators 
Professionals 
Technicians 
Protective Service 
Paraprofessionals 
Administrative support 
Skilled Craft 
Service/Maintenance 
Division Totals 
0 
2 
1 
0 
4 
12 
1 
0 
20 
0 
1 
0 
0 
0 
4 
0 
0 
5 
0 
0 
0 
0 
0 
1 
0 
0 
1 
0 
0 
0 
0 
1 
3 
1 
0 
5 
0 
1 
0 
0 
3 
2 
0 
0 
6 
0 
0 
1 
0 
0 
2 
0 
0 
3 
0 
1 
1 
0 
1 
5 
0 
0 
8 
100% 25.0% 5.0% 25.0% 30.0% 15.0% 40.0% 
*Includes only transactions into and within the Division. 
**Includes statistics for American Indians. 
***Part-time employees shown in parentheses following totals. 
****Does not include short-term appointments, i.e., 1-5 days and 
vacation relief. 
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